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FOREWORD 


Since  1972,  the  US  Army  Research  Institute  for  the  Beha  'ioral  and 
Social  Sciences  (ARI)  has  been  active  in  research  on  the  policy,  projects, 
and  operational  problems  of  the  Army’s  race  relations/equal  opportunity 
(RR/EO)  program.  In  1973  in  response  to  a  specific  requirement  of  the 
Assistant  Secretary  of  Defense  (M&RA) ,  ARI  initiated  the  development  of 
the  Racial  Attitudes  and  Perceptions  Survey  (RAPS).  The  purpose  of  the 
survey  is  to  measure  racial  climate  at  the  installation  level.  The 
research  involved  in  the  development  and  validation  of  the  survey  instrument 
is  presented  in  ARI  Technical  Paper  338.  The  results  of  one  study  using 
the  RAPS  can  be  found  in  ARI  Research  Memorandum  77-24.  The  present  manual 
describes  the  RAPS  in  detail  and  provides  specific  procedures  for  its 
use  and  interpretation. 

The  development  of  this  manual  was  begun  in  1975  in  the  Social  Processes 
Technical  Area.  The  manual  went  through  several  draft  versions  until  it 
was  formed  into  a  product  directly  usable  by  military  personnel.  The  final 
version  was  completed  in  1978  in  the  Career  Development  and  Soldier 
Productivity  Technical  Area  under  Army  Project  2Q762717A767.  The  ARI 
Equal  Opportunity  Research  Program  is  now  conducted  at  the  Presidio  of 
Monterey  Field  Unit. 


SgPH  ZEIDNER 
nical  Director 
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PREFACE 


This  manual  contains  the  Racial  Attitudes  and  Perceptions  Survey 
(RAPS),  a  brief  history  of  its  development,  a  detailed  description  of 
the  structure  of  the  RAPS,  and  specific  directions  to  administer,  score, 
and  interpret  the  results  of  the  survey.  The  manual  is  written  in  such 
a  way  that  an  Installation  commander  or  his  delegate  can  use  the  given 
procedures  to  conduct  the  survey  from  beginning  to  end.  The  manual 
indicates  the  people  needed  to  run  the  survey,  the  number  and  types  of 
people  to  respond  to  the  questionnaire,  and  the  steps  to  be  taken  by 
each  of  the  individuals  concerned. 

The  RAPS  was  developed  with  the  idea  that  many  of  the  events  and 
situations  that  influence  the  racial  attitudes  and  perceptions  of  soldiers 
occur  at  the  installation  level  and  are  outside  the  Immediate  control  of 
company  level  commanders  and  supervisors.  The  goal  of  the  RAPS  is  to 
clarify  the  racial  attitudes  and  perceptions  of  racial  behaviors  that 
are  held  by  soldiers  so  that  the  installation  commander  can  focus  and 
adjust  his  programs  to  promote  racial  harmony  and  cooperation.  While 
the  RAPS  can  be  administered  at  any  given  point  in  time,  its  value  can 
be  increased  by  administering  it  routinely  at  periodic  intervals. 

Periodic  administrations  of  the  RAPS  indicate  whether  change  is  occurring 
and  if  that  change  is  in  the  direction  desired.  They  can  also  provide 
early  information  on  new  or  potential  issues. 

At  present  the  emphasis  in  research  concerning  the  race  relations/ 
equal  opportunity  area  is  at  the  local  unit  level.  The  aim  is  to  provide 
the  company  commander  with  tools  to  assess  the  racial  situation  in  his 
command  and  take  direct  steps  to  promote  and  maintain  a  cooperative 
climate.  However,  the  RAPS  remains  available  for  use  by  installation 
commanders  to  obtain  an  overview  of  the  whole  installation  and  to  keep 
informed  about  conditions  that  exist  beyond  the  control  of  local  units. 
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CHAPTER  1 


INTRODUCTION 


1-1.  Purpose  of  This  Manual.  Thin  manual  contains  a  description  of 
the  Racial  Attitudes  and  Perceptions  Survey  (RAPS),  specific  directions 
for  administering  and  scoring  It,  and  guidelines  for  interpreting  the 
results. 

1-2.  Scope.  This  manual  applies  to  installation  commanders  and  those 
personnel  delegated  to  administer,  score,  and  interpret  the  RAPS. 

1-3.  The  RAPS.  The  Racial  Attitudes  and  Perceptions  Survey  is  a  40 
minute,  paper  and  pencil  questionnaire  thnt  measures  the  attitudes  and 
perceptions  of  military  personnel  on  racial  matters  ns  they  are  experi¬ 
enced  in  daily  life.  Its  primary  purpose  is  to  provide  objective  infor 
motion  to  the  installation  commander  to  aid  him  in  his  general  program 
to  reduce  racial  discrimination  and  promote  racinl  harmony. 

1-4.  The  RAPS  Team.  The  RAPS  team  consists  of  those  installation 
personnel  the  commander  appoints  to  administer,  score,  and  interpret  th 
survey.  The  number  on  the  team  will  vary  depending  on  their  survey 
skills  and  the  size  of  the  installation.  For  the  typical  installation, 
the  RAPS  team  consists  of:  (l)  a  technical  consultant;  (2)  a  represen¬ 
tative  from  the  automatic  data  processing  (ADP)  unit  serving  the  instal 
lotion;  (3)  an  NCO  to  train  the  monitors  who  actually  administer  the 
survey;  and  (4)  an  officer  to  head  the  team  and  sec  thnt  the  myriad  of 
tasks  arc  accomplished  on  time. 


*S ce  Robert  L.  Hiett,  Robin  S.  McBride,  Byron  G.  Fiman,  Measuring  the 
Impact  of  Race  Relations  Programs  in  the  Military,  Human  Sciences  Research, 
Inc.,  7710  Old  Springhouse  Road,  McLean,  Virginia,  22101,  March  1974. 


DESCRIPTION  OF  THE  RAPS 


2-1.  Development.  The  RAPS  is  the  result  of  a  number  of  years  of 
scientific  research.  The  original  concepts  for  the  RAPS  were  generated 
by  social  science  professionals  within  the  military  who  saw  the  need  for 
providing  the  commander  with  a  tool  to  better  understand  the  racial 
climate  at  his  installation.  Further  work  to  validate  the  RAPS  as  an 
assessment  instrument  was  directed  by  the  Department  of  Defense,  funded 
by  the  Department  of  the  Army,  and  executed  by  a  contract  research  firm 
under  the  monitorship  of  the  U.S.  Army  Research  Institute  for  the  Behav¬ 
ioral  and  Social  Sciences.  In  the  process  of  developing  the  RAPS, 
installations  of  all  services  in  a  wide  variety  of  locations  and  with 
varying  missions  were  closely  examined  in  order  to  ensure  relevance  and 
applicability  in  all  military  situations.  The  questionnaire  has  been 
carefully  developed  to  satisfy  all  the  scientific  criteria  for  a  measuring 
instrument  and  has  been  examined  at  different  levels  of  the  military 
command  hierarchy.* 

2-2.  Purpose.  The  RAPS  is  designed  to  provide  the  installation  commander 
with  information  that  can  help  him  to  plan  or  redirect  his  programs  and 
policies  to  promote  racial  harmony.  Specifically,  this  information  can 
aid  in  the  setting  of  priorities  and  allocation  of  resources.  The  RAPS 
can  supplement  the  commander's  own  knowledge  of  his  installation,  help 
assess  the  overall  effectiveness  of  his  programs,  communi  e  command 
concern  about  equal  opportunity  and  harmonious  race  relations,  assess 
changes  in  the  racial  situation  over  time,  pinpoint  particular  areas 
that  have  potential  for  being  problematic,  and  enable  the  commander  to 
communicate  more  effectively  with  his  personnel. 

2-3.  Limitations.  While  the  RAPS  can  be  a  valuable  tool  for  commanders, 
it  does  have  limitations  and  some  difficulties  in  usage.  The  RAPS 
itself  will  not  solve  any  racial  problems  but  rather  provides  information 
that  will  aid  in  their  solution.  It  does  not  provide  data  on  the  exact 
causes  of  problems  or  misperceptions  but  rather  indicates  when  they  do 
exist.  The  actions  that  need  to  be  taken  are  not  always  clear  cut.  The 
RAPS  only  indicates  that  action  in  some  areas  seems  necessary. 

Since  the  RAPS  represents  personnel  attitudes  and  perceptions  rather 
than  objective  reality,  changes  in  real  installation  conditions  arc  not 
necessarily  readily  reflected  in  changed  responses  on  the  RAPS.  Thus 
the  RAPS  patterns  are  slow  to  change  and,  at  times,  lag  behind  real 
Installation  conditions. 


CHAPTER  2 


Tin*  survey  should  not  he  used  to  directly  evaluate  specific  pro¬ 
grams  or  specific  commanders.  The  evaluation  of  programs  requires 
instruments  and  designs  adapted  to  each  program  to  see  how  well  its 
goals  are  being  met.  The  RAPS  is  an  instrument  too  general  for  this 
purpose.  Further,  while  the  identification  and  possible  punishment  of 
commanders  who  don’t  eliminate  obstacles  to  racial  harmony  is  desirable, 
the  utilization  of  the  RAPS  for  this  purpose  will  most  likely  invalidate 
the  responses  from  the  units  of  those  commanders  in  the  future  for  they 
will  very  likely  attempt  to  influence  their  personnel  to  give  certain 
responses.  Using  the  RAPS  to  evaluate  specific  programs  or  commanders 
reduces  the  mutual  trust  that  is  critical  for  the  RAPS  and  race  relations 
programs  in  general. 

The  focus  of  the  RAPS  is  on  black-white  relations  mainly  because 
these  two  groups  constitute  the  largest  percentage  of  the  military 
population.  The  RAPS  cannot  in  its  present  form  assess  perceptions  and 
attitudes  concerning  the  treatment  of  other  racial  and  ethnic  groups. 

On  the  other  hand,  there  are  six  questions  that  ask  each  respondent 
about  how  he  personally  has  been  treated  on  account  of  his  race.  These 
questions  provide  a  means  to  get  at  the  experiences  of  other  minority 
groups  and  encourages  individuals  to  participate  fully  in  the  survey. 
People  from  other  racial  and  ethnic  groups  can  provide  different  and 
useful  perspectives  on  the  installation  conditions. 

2-4.  Structure  of  the  RAPS.  The  118  Items  on  the  Racial  Attitudes  and 
Perceptions  Survey  fall  into  three  broad  sections:  (1)  Racial  Percep¬ 
tions  Inventory  (RPl);  (2)  Incidence  of  Discriminatory  Behaviors  (IDB); 
and  (3)  Demographic  Items.  Within  each  of  the  first  two  sections, 
several  of  the  items  combine  together  to  form  scales  or  content  areas 
which  relate  to  specific  types  of  racial  attitudes  or  perceptions.  All 
the  items  on  the  RAPS  have  been  carefully  selected  and  refined,  A  copy 
of  the  questionnaire  and  the  items  that  form  the  various  scales  or  areas 
can  be  found  in  Appendix  B  and  K,  and  Chapter  8. 

2-5.  The  RPI.  The  Racial  Perceptions  Inventory  section  consists  of 
sixty-nine  statements  reflecting  racial  attitudes  or  perceptions  about 
various  areas  oi  military  life.  Each  respondent  is  asked  to  indicate 
his  level  of  agreement  or  disagreement  with  each  item.  The  statements 
form  four  main  scales: 

1.  Perceived  Discrimination  Against  Blacks  (PDB)  -  24  state¬ 
ments  concerning  the  individual's  perception  of  the  amount  of  racial 
discrimination  in  the  treatment  of  black  personnel  in  specific  areas  of 
military  life  such  as  supervisory  treatment,  opportunities  for  advance¬ 
ment,  and  military  Justice. 

2.  Attitude  Toward  Racial  Interaction  (ATI)  -  15  statements 
concerning  how  favorable  an  individual  is  towards  living  and  working 
together  with  people  of  different  races. 
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3.  Keelings  of  Reverse  Racism  fKRR)  -  16  statements  concern¬ 
ing  an  individual's  attitudes  and  perceptions  that  whites  are  threatened 
by  blacks  and  that  black  personnel  are  treated  more  favorably  than  white 
personnel . 


A.  Racial  Climate  (KC)  -  12  statements  concerning  an  indivi¬ 
dual's  perceptions  and  attitudes  about  the  quality  of  race  relations  in 
the  Army  and  about  the  level  of  commitment  of  the  Army  to  racial  harmony. 

The  Rl’l  also  has  a  group  of  6  statements  reflecting  t he  indivi¬ 
dual's  direct  personal  experience  ol  racial  matters  in  the  Army .  These 
statements  are  phrased  so  that  they  apply  to  every  Individual  regardless 
of  his  race.  This  Personal  Kxperienc.es  (PK)  item  group  allows  soldiers 
who  do  not  consider  themselves  black  or  white  to  make  air  Input  to  the 
survey  based  on  their  race. 

2-6.  The  1DU.  The  Incidence  oi  Discriminatory  behaviors  section  con¬ 
sists  of  forty-two  statements  that:  describe  specific  discriminatory 
behaviors  that  inav  occur  on  a  military  installation.  The  respondents 
arc  asked  to  report  on  how  often  they  have  personally  seen,  hoard,  or 
experienced  such  behaviors.  The  content  areas  and  individual  statements 
within  the  content,  areas  are  listed  in  rank  order  with  the  first  area 
and  first  statement  within  the  content  area  relating  to  behaviors  with 
the  highest  potential  tor  creating  racial  tension.  There  are  four  major 
content  areas  In  the  1DR: 

1.  Racial  Harassment  (RH)  -  13  statements  concerning  discrim¬ 
inatory  behaviors  by  other  soldiers  that  the  individual  has  heard  or 
seen  such  as  racial  name  calling,  racist  Jokes,  or  exclusion  of  a  member 
of  a  given  race  from  a  post  facility. 

2.  System  Treatment  (ST)  -  9  statements  concerning  discrim¬ 
inatory  behaviors  by  the  Army  "system"  that  the  individual  has  seen  or 
experienced  such  as  one's  receiving  worse  quarters  or  service  because  of 
his  race. 


3.  Supervisory  Treatment  (SUP)  -  16  statements  concerning 
discriminatory  behaviors  by  supervisors  that  the  individual  ban  seen  or 
experienced  such  as  one's  receiving  differential  punishment,  rewards,  or 
work  details  because  ot  race. 

A.  Self-Segregation  (SSI  -  A  statements  concerning  the  degree 
to  which  the  Individual  sees  members  of  the  same  race  sticking  together 
on  and  off  duty. 

While  the  RP1  section  pertains  to  attitudes  and  perceptions  of 
racial  matters,  the  1DU  section  pertains  to  reports  of  actually  experi¬ 
enced  discriminatory  behaviors,  In  using  the  results  of  the  RAPS,  the 
commander  can  try  to  change  attitudes  and  perceptions  which  are  improper 
or  inaccurate  while  eliminating  actual  discriminatory  behaviors  that  ate 
reported  to  occur.  The  RAPS  results  will  point  to  the  areas  where  the 
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greatest  efforts  should  be  concentrated. 

2-7.  Demographics.  The  Demographics  Hcction  of  the  RAPS  contains  items 
that  allow  one  to  classify  the  respondents  along  certain  characteristics 
rncial/ethnic  group  membership,  age,  sex,  rank,  amount  of  education, 
length  of  time  on  active  duty,  and  amount  of  interracial  personal  con¬ 
tact  off  duty.  These  characteristics  have  been  found  related  to  an 
individual's  attitudes  and  perceptions  in  past  surveys.  The  items  are 
necessary  so  that  one  can  tell  whether  changes  in  the  RAPS  results  are 
due  to  changes  in  attitudes,  perceptions,  and  observed  behaviors  or  due 
to  changes  in  the  types  of  personnel  in  the  survey  sample.  The  items 
also  allow  one  to  assess  how  representative  the  respondents  are  of  the 
total  group  of  people  on  the  installation.  If  particular  categories  of 
respondents  score  especially  high  or  low  on  the  various  measures,  that 
will  indicate  that  something  is  going  on  in  their  lives  that  might  be  a 
good  focal  point  for  a  more  thorough  investigation. 
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CHAPTER  3 


THE  RAPS  TEAM 


3-1.  Purpose.  The  RAPS  team  plans,  coordinates,  and  controls  the 
various  aspects  of  the  survey  administration  and  then  interprets  and  reports 
the  results  to  the  commander. 

3-2.  Team  Leader.  The  team  leader  is  responsible  for  overseeing  the 
activities  of  the  team  to  insure  that  all  the  tasks  are  completed  in  a 
timely  manner.  He  also  schedules  the  various  tasks,  contacts  the  sub¬ 
jects  who  will  take  the  survey,  selects  monitors  to  actually  administer 
the  survey,  notifies  monitors  about  the  training  session,  determines  the 
format  for  the  questionnaire  booklet  (and  answer  sheet  if  used),  and 
insures  that  the  booklets  (and  answer  sheets)  are  printed  and  available. 
After  the  survey  is  completed  and  the  data  analyzed,  he  reports  the 
results  to  the  commander. 

3-3,  Technical  Consultant.  The  consultant  is  responsible  for  determin¬ 
ing  the  number  of  soldiers  needed  to  take  the  RAPS,  for  selecting  the 
actual  sample  of  soldiers,  and  for  analyzing  and  interpreting  the  data 
after  it  is  collected.  He  is  also  responsible  for  providing  general 
technical  guidance  to  the  team.  The  following  installation  personnel 
might  be  considered  for  this  position:  mental  health  professional, 
social  science  professional,  testing  officer,  race  relations  training 
officer,  or  personnel  officer.  He  should  be  familiar  with  surveys. 

3-4.  Automatic  Data  Processing  Representative.  The  ADP  representative 
must  be  familiar  with  the  procedures  and  capabilities  of  the  ADP  section 
that  will  score  and  furnish  printouts  of  the  survey  data.  He  is  respon¬ 
sible  for  scheduling  the  ADP  programming,  supplies,  personnel,  and 
equipment  for  use  in  conjunction  with  the  survey.  He  sees  that  the 
sample  rosters  are  generated  at  the  beginning  of  the  survey  planning  and 
that  the  RAPS  data  are  scored  and  processed  for  analysis  and  interpreta¬ 
tion  after  the  survey. 

3-5.  Training  NCO.  The  training  NCO  is  responsible  for  training  the 
monitors  to  administer  the  survey.  He  is  also  responsible  for  inspect¬ 
ing  the  facilities  in  which  the  RAPS  is  to  be  given  to  determine  their 
adequacy.  He  insures  that  the  monitors  receive  the  survey  materials  and 
return  them  once  the  survey  is  finished.  When  he  has  certified  that  all 
materials  have  been  returned,  he  takes  them  to  the  ADP  section. 

3-6.  Team  Effort.  The  RAPS  survey  is  a  complex  operation  which  requires 
that  the  team  members  work  closely  together.  At  large  installations,  it 
may  be  necessary  for  additional  personnel  to  be  added  to  the  team  to 
help  accomplish  some  tasks.  At  small  installations,  some  team  personnel 
may  need  to  assume  more  than  one  job.  Since  the  operation  is  a  coordi¬ 
nated  team  effort,  it  is  desirable  that  the  same  personnel  stay  with  the 
team  throughout  the  whole  project. 
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In  Table  1,  the  major  survey  tasks  are  listed  along  with  the  team 
member  who  has  the  main  responsibility  for  each  task.  The  chapters  in 
this  pamphlet  that  follow  arc  guides  for  the  team  members  to  aid  them  in 
accomplishing  their  tasks. 


TABLE  1 

MAJOR  SURVEY  TASKS  AND 

MAIN  TEAM  MEMBER  RESPONSIBLE 

Installation  CO 

Team  Leader 

Tech.  Consultant 

ADP  Representative 

Training  NCO 

Monitor.: 

1 

! 

I  4 

1 

1 

!  I 

;  ; 

1. 

Decides  to  give  the  RAPS 

X 

2. 

Gathers  RAPS  team 

X 

3. 

Prepares  tentative  schedule 

X 

4. 

Determines  sample  size 

X 

5. 

Specifies  how  to  select  sample 

X 

6. 

Generates  sample  roster 

X 

; 

7. 

Contacts  sample 

X 

8. 

Schedules  ADP  activities  for  RAPS 

X 

9. 

Determines  RAPS  format 

X 

10. 

Insures  RAPS  forms  are  printed 

X 

-  - . 

1 

. 

11. 

Selects  monitors 

X 

’ 

12. 

Notifies  monitors  of  their  selection 

X 

13. 

Prepares  facilities  and  supplies  for 
monitor  training  session 

X 

1 1 

14. 

Trains  monitors 

X 

15. 

Reserves  facilities  for  survey 

X 

16. 

Inspects  reserved  facilities 

X 

17. 

Gathers  and  organizes  printed  survey 
forms  for  monitors 

X 

• 

18. 

Picks  up  forms  from  training  NCO 

X 

i  1 

19. 

Inspects  facilities  preceding  survey 

X 

20. 

Administers  survey 

X 
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CHAPTER 


DETERMINING  THE  SAMPLE 


4-1.  The  Sample.  The  total  group  of  soldier*  whose  attitudes  and 
perceptions  one  wishes  to  know  is  called  the  "population."  For  the 
KAI’S,  this  total  group  or  population  is  all  the  soldiers  (officer  and 
enlisted)  on  an  installation.  The  RAPS  is  not  designed  for  administra¬ 
tion  to  special  groups  or  units  within  an  installation. 

It  is  usually  impractical  to  survey  everyone  in  the  population. 
Therefore  a  portion  of  the  people  in  the  population  is  selected.  This 
selected  portion  is  called  a  "sample."  If  the  sample  is  selected  in  an 
appropriate  manner,  it  can  quite  accurately  reflect  the  attitudes  and 
perceptions  of  the  population.  Up  to  a  point,  the  larger  the  sample, 
the  more  accurately  the  population  attitudes  and  perceptions  are  re¬ 
flected.  However,  the  larger  the  sample,  the  more  costly  is  the  survey 
in  terras  of  manhours,  supplies,  facilities,  and  equipment. 

4-2.  Sample  Size.  The  degree  of  accuracy  (and  hence,  the  size  of  the 
sample)  desirable  depends  on  why  the  RAPS  is  being  used.  If  the  RAPS  is 
given  as  a  matter  of  routine  to  keep  the  commander  in  touch  with  his 
personnel,  then  the  estimates  of  the  population  attitudes  and  percep¬ 
tions  need  only  to  be  moderately  precise.  If  the  RAPS  wore  to  be  ana¬ 
lyzed  extensively  to  find  information  about  an  installation  where  a 
serious  racial  situation  exists,  then  a  great  degree  of  precision  would 
be  necessary  to  make  sure  the  conclusions  drawn  would  be  very  accurate. 
Table  2  indicates  the  appropriate  sample  size  desirable  for  four  levels 
ot  precision  in  estimating  the  population  attitudes  and  perceptions  from 
the  sample. 

TABLE  2 


THE  NUMBER  OF  SOLDIERS  NEEDED 
_ IN  THE  SAMPLE _ 


Degree  ot 

Precision 

Blacks 

Non-Blacks 

Routine 

250 

160 

Moderate 

440 

2S0 

High 

1000 

640 

Very  High 

1730 

1110 

11 


Tho  section  on  sampling  in  Appendix  E  explains  how  these  figures 
were  derived  and  gives  information  for  a  person  familiar  with  surveys  so 
that  lie  can  determine  the  modifications  necessary  for  any  given  adminis¬ 
tration  of  the  RAl’S.  For  small  installations,  it  is  desirable  that  as 
many  personnel  as  possible  take  the  survey.  The  accuracy  of  surveys 
depends  not  just  on  the  percentage  of  people  sampled  but  on  the  actual 
numbers.  The  small  installation  commander  must  realize  that  (unless 
nearly  100X  of  the  installation  is  sampled)  he  will  have  to  live  with 
less  precise  estimates.  However,  these  estimates  still  should  be  accu¬ 
rate  enough  for  the  commander  to  get  an  idea  of  the  attitudes  and  percep¬ 
tions  of  his  personnel  and  to  modify  his  programs  as  deemed  necessary. 
Fortunately,  because  of  the  small  size  of  his  installation,  the  commander 
is  likely  to  have  more  personal  knowledge  about  his  personnel  to  use 
along  with  the  RAPS  results. 

The  figures  in  the  table  are  based  on  two  groups,  blacks  and  non¬ 
blacks.  For  example,  if  one  wanted  to  administer  the  RAPS  for  routine 
reasons  and  minimize  the  resources  tied  up,  one  would  draw  a  sample 
roster  such  that  250  blacks  and  160  non-blacks  would  be  expected  to 
complete  the  questionnaire.  One  could  then  compare  black  and  non-black 
responses.  More  blacks  than  non-blacks  are  needed  simply  because  past 
RAPS  surveys  have  shown  blacks  to  differ  more  among  themselves  in  their  racial 
attitudes  and  perceptions  thereby  making  it  more  difficult  to  assess 
their  typical  attitudes  and  perceptions. 

4-3.  Command  Support.  The  number  of  soldiers  (including  officers) 
indicated  in  the  table  is  the  number  that  must  complete  questionnaires. 

The  actual  number  of  soldiers  on  the  sample  roster  should  be  from  50  to 
100%  more  because  typically  many  on  the  roster  don't  make  it  to  the 
survey  administration.  The  number  of  additional  people  needed  on  the 
sample  roster  depends  on  the  command  support  given  to  the  project.  With 
greater  support  insuring  a  greater  percentage  appearing  for  the  survey, 
a  lesser  number  of  additional  people  need  to  be  on  the  roster.  In 
Appendix  F,  a  breakdown  is  given  of  reasons  why  personnel  on  a  sample 
roster  did  not  show  up  for  an  actual  survey. 

4-*.  Selecting  the  Sample.  It  is  desirable  to  use  the  most  current  and 
accurate  list  of  personnel  at  the  installation  for  drawing  the  sample 
roster.  The  use  of  the  most  current  list  along  with  command  support 
will  help  a  great  deal  in  insuring  that  the  expected  respondents  show 
for  the  survey.  Similarly,  the  administration  should  occur  relatively 
soon  after  the  sample  roster  is  drawn  in  order  to  minimize  respondent 
loss . 

The  selection  of  subjects  from  the  installation  list  must  be  done 
by  random  means.  The  easiest  way  for  this  to  be  done  is  by  using  the 
last  two  digits  of  the  social  security  number.  For  example,  suppose 
that  at  an  installation  there  are  12,800  non-black  and  4,000  black 
soldiers  (officers  and  enlisted).  The  commander  wants  the  survey  to 
have  a  high  degree  of  precision  in  estimating  the  typical  attitudes 

and  perceptions.  Therefore: 
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(line  1)  Number  of  non-blucks  needed  (from 

Table  2)  640 

(line  2)  Number  added  (50%  of  line  1)  for  "no 

showy"  at  Che  administration  320 

(line  3)  Total  number  needed  on  sample  roster 

(line  1  +  line  2)  960 

(lino  4)  Number  on  installftion  12,800 

(line  5)  Selection  ratio  (line  3  +  line  4)  960/12,800 


-  3/40 

-  7.5% 


By  rounding  the  7.5%  up  to  8%,  one  secs  that  it  is  desirable  that 
about  8  of  every  100  non-black  soldiers  be  selected  for  the  survey. 

Since  there  are  one  hundred  possible  combinations  of  the  last  two  social 
security  number  digits  (i.e.,  00,  01,  .  .  .,  98,  99),  one  need  only 
randomly  select  S  of  these  combinations  to  determine  the  non-blacks  for 
the  survey.  Everyone  whose  last  two  social  security  digits  match  the 
eight  selected  becomes  part  of  the  sample  roster.  The  8  digits  can  be 
selected  by  using  a  table  of  random  numbers  (done  by  the  consultant)  or 
simply  drawing  them  from  a  hat  containing  all  the  100  combinations 
possible.  The  same  processes  should  be  repeated  to  obtain  the  black 
sample  roster. 

If  it  is  likely  that  there  may  be  a  large  number  of  personnel  who 
don't  show  for  the  survey,  additional  digit  combinations  may  be  select¬ 
ed,  and  the  personnel  with  matching  social  security  digits  can  be  placed 
on  an  alternate  roster.  Personnel  on  the  alternate  roster  may  be  used, 
if  needed,  to  replace  those  of  the  same  approximate  rank,  unit,  and  age 
on  the  regular  sample  roster.  However,  if  the  survey  has  good  command 
support  and  the  sample  roster  is  derived  from  an  accurate  and  current 
installation  list,  no  alternate  roster  will  be  necessary. 

4-5.  Contacting  the  Sample.  Once  the  sample  has  been  selected,  the 
survey  subjects  must  be  informed  that  they  are  to  appear  at  the  sched¬ 
uled  time,  date,  and  plt.ee.  They  should  not  be  told  of  the  specific 
nature  of  the  survey  but  just  that  they  will  be  responding  to  a  survey. 

If  subjects  are  forewarned  of  the  nature  of  the  survey,  certain  of  them 
may  intentionally  avoid  it  while  others  may  discuss  the  topic  among 
their  friends.  In  either  case,  the  results  of  the  survey  will  be  biased. 

There  is  no  best  way  to  contact  the  subjects.  Whatever  way  seems 
best  for  each  installation  should  be  used.  One  way  is  to  have  three 
copies  of  the  sample  roster  generated  by  ADP  machine  methods.  One  copy 
is  for  the  staff  in  charge  of  running  the  survey,  one  is  for  the  moni¬ 
tors  administering  the  survey,  and  the  other  is  for  the  various  compan¬ 
ies  responsible  for  the  subjects.  The  roster  should  be  arranged  in 


13 


descending  order  of  command  so  that  all  those  in  one  division  will  be 
together  as  will  all  those  in  each  brigade  of  the  division,  each  batta¬ 
lion  ot  the  brigade,  and  each  company  ot  the  battalion.  That  wav,  team 
personnel  can  deliver  the  appropriate  section  of  the  roster  to  each 
division,  division  can  deliver  the  appropriate  section  to  each  brigade, 
brigade  can  deliver  the  appropriate  section  to  each  battalion  and  so  on 
to  the  company  level.  Each  company  cun  then  notify  its  personnel  to 
report  for  the  survey.  This  method  is  particularly  useful  when  there  is 
a  very  large  number  ot  subjects.  With  smaller  numbers,  a  simple  mailed 
form  letter  to  each  subject  will  do.  A  reverse  procedure  is  to  send  the 
selected  social  security  digits  (according  to  race)  to  the  companies  and 
have  them  notify  the  personnel  and  send  the  names  and  full  social  secur¬ 
ity  numbers  ot  appropriate  personnel  back  up  to  the  RAPS  team.  Alter¬ 
nately,  at  small  installations  or  within  small  units,  notification  of 
those  to  appear  for  the  formation  can  be  posted  on  the  unit  bulletin 
board. 

To  insure  that  subjects  have  received  notification,  they  can  be 
required  to  initial  the  company  rosters  or  to  return  a  postcard  enclosed 
with  the  form  letter.  The  companies  and  subjects  should  have  a  point  of 
contact  or  office  with  which  they  can  discuss  any  important  problems  or 
time  conflicts  that  may  occur.  Alternate  scheduling  arrangements  may 
need  to  be  available  in  fairness  to  the  subjects  and  their  work  units. 
Flexible  scheduling  avoids  subject  hostility  and  increases  the  number 
showing  for  the  survey.  No  matter  what  method  is  chosen  to  contact  the 
subjects,  the  expression  of  command  support  for  the  survey  by  letter  or 
other  means  is  important  to  the  subjects  and  for  the  success  of  the 
project. 

4-6.  Problems  with  Small  Samples.  The  problem  of  maintaining  anonymity 
for  the  respondents  frequently  occurs  in  small  samples.  For  example, 
the  Demographics  section  ot  the  RAPS  asks  the  respondent  to  indicate  his 
racial-ethnic  group  and  grade.  If  one  is  the  only  black  major  or  above 
selected  for  the  sample  and  indicates  his  racial-ethnic  group  and  grade, 
he  no  longer  really  remains  anonymous.  The  only  way  to  maintain  anonv- 
raitv  in  this  case  is  to  change  certain  of  the  Demographics  questions. 

One  can  convert  the  grade  question  possible  responses  into  F1-E5,  F6-E1), 
and  officer. 

In  condensing  the  responses  to  the  Demographics  questions,  one  may 
lose  information  that  could  be  useful  in  analysis  (Never  change  the  RP1 
or  IDB  sections.).  However,  it  is  more  important  to  insure  the  respon¬ 
dent  remains  anonymous  than  to  retain  his  complete  demographic  profile. 
Anonymity  is  needed  so  that  the  sumple  subjects  are  free  to  respond  as 
they  truly  feel.  For  large  samples,  this  problem  is  not  likely  to  be  an 
issue . 

Another  problem  with  small  samples  is  not  obtaining  enough  black 
officers  for  comparison  purposes.  While  the  random  sampling  method 
presented  in  this  pamphlet  allows  one  to  obtain  a  sample  representative 
of  black  soldiers  (officer  and  enlisted)  on  the  installation,  it  is 


likely  that  the  actual  number  of  black  officers  in  the  sample  will  be 
quite  small.  Therefore,  one  may  wish  to  oversample  black  officers  (bv 
selecting  additional  ending  social  security  number  digits  for  that 
group)  so  that  in  analysis  they  can  be  compared  with  enlisted  blacks  and 
non-black  officers. 

It  is  desirable  for  accurate  comparisons  that  at  least  thirty  black 
officers  (as  well  as  at  least  thirty  non-black  officers)  complete  the 
RAPS.  On  small  installations,  this  may  be  more  than  the  total  number  of 
black  (or  non-black)  officers  assigned.  In  this  case,  as  many  black  (or 
non-black)  officers  as  possible  should  take  the  RAPS.  The  number  of 
officers  added  to  the  sample  for  comparison  purposes  will  be  small 
enough  so  that  they  will  not  seriously  distort  the  representativeness  of 
the  total  samples  for  each  racial/ethnic  group  category. 


CHAPTER  5 


THE  RAPS  FORMAT 


5-1.  Purpose.  The  desirable  format  of  the  RAl’S  is  one  that  can  present 
the  survey  items  in  a  clear  and  efficient  manner.  This  chapter  is 
provided  to  guide  the  team  in  designing  the  appropriate  format.  In  most 
cases,  the  format  will  be  simply  a  duplicate,  of  the  formats  given  in 
Appendix  A  and  B  or  Appendix  C  and  D  along  with  the  Privacy  Act  statement 
(Appendix  L) . 

5-2.  Considerations.  There  are  two  main  sets  of  options  to  consider  in 
the  RAPS  format.  The  first  set  is  whether  or  not  to  modify  items  in  the 
Demographics  section.  This  will  normally  not  be  necessnry  unless  the 
sample  size  is  so  small  that  the  respondents  can  be  identified  easily  by 
their  responses  to  the  standard  Demographic  items. 

The  second  set  of  options  concerns  whether  to  have  the  subjects 
mark  their  responses  in  the  survey  booklet  (see  Appendix  C  and  D)  or  on 
an  accompanying  answer  sheet  (sec  Appendix  A  and  B) .  If  there  is  opti¬ 
cal  scanning  ADP  equipment  available  to  score  answer  sheets,  the  use  of 
answer  sheets  is  highly  desirable  due  to  the  increased  accuracy  and 
savings  in  manhours.  If  no  optical  scanning  equipment  is  available, 
either  method  is  acceptable. 

The  use  of  an  answer  sheet  allows  the  survey  booklets  to  be  used 
more  than  once  thus  saving  printing  costs.  However,  one  then  has  to 
design  or  acquire  an  answer  sheet  to  fit  the  survey.  The  format  where 
the  subjects  respond  in  the  booklet  is  generally  easier  for  the  subjects 
to  use.  The  ADP  representative  on  the  RAPS  team  can  determine  which 
method  is  best  considering  the  ADP  unit's  capabilities.  The  technical 
consultant  can  determine  if  any  Demographics  items  need  to  be  modified. 

5-3.  Cautions.  The  team  leader  should  take  care  to  insure  the  booklets 
and  answer  sheets  (If  used)  are  available  on  schedule.  Additionally,  lie 
must  proofread  the  booklets  to  insure  the  item  wording  coincides  exactly 
with  the  RAPS  in  Appendix  B.  Because  of  the  sensitive  nature  of  the 
RAPS,  it  is  also  important  that  he  maintain  control  over  the  printed 
booklets  so  that  none  lulls  into  the  hands  of  inappropriate  personnel 
before  the  survey  is  completed. 


5-4.  Survey  Information  Statement.  This  statement  (Appendix  h)  should 
be  at  the  start  of  t lie  survey  booklet.  The  statement  can  be  modified  to 
be  installation  specific  if  desired. 


CHAPTER  6 


SURVEY  MONITORS 


6-1.  Purpose.  The  survey  monitors  are  the  personnel  who  actually 
administer  the  RAPS  to  the  sample  subjects.  This  chapter  is  provided  as 
a  guide  to  those  who  select  and  train  these  monitors. 

6-2.  Monitor  Duties.  For  each  session  in  which  the  RAPS  is  adminis¬ 
tered,  monitors  pick  up  the  RAPS  materials,  open  and  inspect  the  room 
where  the  survey  is  to  be  given,  check  off  names  of  subjects  as  they 
enter,  seat  the  subjects,  introdu<*>  the  survey  (see  Appendix  G)  along 
with  giving  directions  for  it  (see  Appendix  H) ,  pass  out  the  survey 
materials,  answer  questions  (see  Appendix  J),  collect  the  survey  mater¬ 
ial  when  the  subjects  have  finished,  and  turn  in  the  RAPS  material  along 
with  a  brief  description  of  the  session.  Monitors  are  also  responsible 
for  reserving  the  rooms  where  the  RAPS  is  administered  to  insure  the 
rooms  have  adequate  heat,  space,  lighting,  and  sound  levels.  The  rooms 
must  also  have  chairs,  writing  surfaces,  ashtrays,  and  a  public  address 
system  if  very  large. 

6-3.  Selection.  The  team  leader  is  responsible  for  selecting  the 
necessary  number  of  monitors  with  the  appropriate  characteristics.  The 
larger  the  number  of  subjects  at  a  given  session,  the  more  monitors  are 
needed.  The  Table  3  can  be  used  as  a  guide. 

TABLE  3 

THE  NUMBER  OF  MONITORS  NEEDED 
AT  A  SESSION 


i 


No.  of 

No.  of 

Subjects 

Monitors 

1-50 

2 

51  -  150 

3 

151  -  250 

4 

251  or  more 

5 

It  is  important  that  there  be  both  black  and  non-black  monitors  in 
about  equal  numbers  so  that  the  survey  is  not  seen  as  either  a  black  or 
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a  white  project,  which  might  possibly  bias  the  results.  The  monitors 
should  be  approximately  of  the  same  rank,  usually  NCO's.  If  more  than 
two  at  a  session  are  needed,  the  additional  monitors  can  be  of  lower 
rank.  Personnel  routinely  involved  with  surveys  on  the  installation  are 
useful  as  monitors.  On  medium  and  large-sized  installations  where 
sample  subjects  from  the  same  unit  take  the  survey  at  the  same  session, 
the  monitors  should  be  selected  from  their  unit  (e.g.,  NCO  in  charge  of 
unit  race  relations  training) . 

6-4.  Training.  To  administer  the  RAPS  efficiently  without  biasing  the 
results,  the  monitors  need  some  special,  but  minimal,  training.  This 
training  should  cover  all  of  what  they  will  be  aoing  from  picking  up  the 
RAPS  materials,  to  administering  the  RAPS,  to  turning  the  materials  back 
in.  If  the  monitors  are  unfamiliar  with  surveys  or  the  RAPS,  they 
should  receive  more  thorough  training  than  if  they  are  familiar.  How¬ 
ever,  those  who  may  feel  they  already  know  how  to  administer  a  survey 
also  need  training  because  of  the  special  RAPS  procedures. 

A  sample  training  agenda  and  examples  of  questions  (with  appropri¬ 
ate  responses)  that  might  be  asked  by  the  subjects  are  given  in  Appendix 
1  and  J.  These  guides  can  be  modified  to  suit  any  given  administration 
of  the  survey.  For  example,  one  commander  may  choose  to  use  ADP  answer 
sheets  for  subject  responses  while  another  may  want  the  subjects  to  mark 
their  responses  right  in  the  survey  booklet.  Either  way  is  adequate, 
but  training  instructions  must  be  modified  accordingly.  Generally  the 
training  NCO  with  the  help  of  the  consultant  should  do  the  training. 
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CHAPTER  7 


SURVEY  ADMINISTRATION 


7-1.  Preparatory  Steps.  The  monitors  should  have  the  necessary  survey 
materials  in  their  possession  well  before  their  first  session.  When 
arriving  at  the  room  (well  in  advance  of  the  session)  they  should  in¬ 
spect  it  again  for  adequate  heat  and  lighting  and  for  the  presence  of 
writing  surfaces,  ashtrays,  and  a  public  address  system  (if  to  be  used). 
One  monitor  can  chuck  the  subjects'  names  on  the  sample  roster  as  the 
subjects  enter  while  the  other  monitor  scats  them. 

7-2.  Administration.  The  monitors  should  huve  copies  of  the  standard 
introduction,  the  survey  directions,  the  stops  to  follow,  and  the  sample 
questions  and  answers  with  them  at  each  session.  However,  monitors 
should  put  these  in  their  own  words  where  they  feel  more  comfortable 
doing  so  (but  without  changing  any  of  the  meanings).  When  all  subjects 
have  arrived,  the  monitors  should  follow  the  steps  below.  The  survey 
takes  a  maximum  of  50  minutes  with  many  subjects  finishing  in  half  that 
time. 


1.  Give  the  standard  introduction  for  monitors. 

2.  Pass  out  pencils,  then  answer  sheets  (if  used),  then  the 
survey  booklet. 

3.  Read  directions  for  the  RAPS  aloud,  instructing  the  sub¬ 
jects  to  follow  along  in  their  booklets. 

4.  Ask  for  and  answer  any  questions  at  this  time. 

5.  Have  personnel  begin  to  work  at  their  own  speed,  offering 
to  be  available  for  any  questions  they  may  have  with  the  survey. 

6.  Answer  any  questions  that  arise  (in  a  low  voice). 

7.  Collect  questionnaires,  answer  sheets,  and  pencils  as  each 
individual  finishes,  thanking  uach  for  his  cooperation. 

7-3.  Post-Administration.  When  the  materials  have  all  been  collected, 
the  monitors  should  briefly  describe  the  session  on  a  blank  sheet  of 
paper.  The  description  should  include  the  number  of  completed  question¬ 
naires,  the  precise  time  and  place  ot  the  survey,  the  names  of  the 
monitors,  and  remarks  on  the  nature  of  the  session  (c.g.,  if  any  unusual 
event  occurred).  The  number  of  completed  questionnaires  on  the  sheet  is 
useful  to  make  sure  none  is  lost  and  for  totalling  the  number  of  ques¬ 
tionnaires  completed  for  tho  whole  project.  The  time  and  place  are 
useful  to  separate  questionnaires  for  use  in  case  a  relevant  event 
(c.g.,  a  racial  incident)  occurs  in  the  middle  of  the  survey  period. 

One  could  compare  the  pro-  and  post-incident  survey  results.  The  moni- 
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CHAPTER  8 


DATA  PROCESSING 


8-1.  Introduction.  The  ADP  representative  should  schedule  the  neces¬ 
sary  ADP  personnel,  equipment,  and  supplies  in  anticipation  of  generating 
the  sample  rosters  and  receiving  the  completed  survey  forms  from  the 
training  NCO.  This  chapter  is  a  guide  to  aid  him  in  processing  the  data 
on  the  forms.  More  specific  directions  are  not  included  because  of  the 
great  diversity  in  ADP  system  capabilities  across  installations  in  the 
Army.  However,  a  Fortran  language  computer  program  is  included  as 
Appendix  M  for  those  ADP  units  where  it  can  be  of  use. 

It  is  presumed  that  the  survey  data  will  be  punched  into  data  cards 
for  processing  although  this  chapter  contains  sufficient  information  for 
entering  the  data  on  magnetic  tape  from  an  optical  scanner.  In  this 
chapter  are  contained  coding  instructions,  editing  points,  directions 
for  constructing  and  scoring  scales,  and  a  list  of  the  basic  computations 
that  need  to  be  performed  on  the  data. 

8-2.  Coding.  The  data  consists  of  responses  to  a  set  of  111  statements 
(numbered  1-111)  and  7  demographic  questions  (numbered  112-118).  The 
first  69  statements  compose  what  is  called  the  Racial  Perceptions  Inven¬ 
tory  (RPI).  Response  categories  for  statements  1  through  69  are  the 
same:  (A)  Disagree  Strongly;  (B)  Disagree;  (C)  Neither  Agree  Nor 
Disagree;  (D)  Agree;  (E)  Agree  Strongly. 

Codes  to  be  used  for  these  response  categories  on  computer  data 
cards  are: 


Answer  Sheet 

Code 

Response 

Computer 
Card  Code 

(A) 

Disagree  Strongly 

1 

(B) 

Disagree 

2 

(C) 

Neither  Agree 
nor  Disagree 

3 

(D) 

Agree 

A 

(E) 

Agree  Strongly 

5 

Statements  numbered  70-111  compose  the  Incidence  of  Discriminatory 
Behavior  (IDB)  section.  Response  categories  for  statements  '70  through 
111  are  the  same:  (A)  Never;  (B)  Seldom;  (C)  Sometimes;  (D) 
Often;  (E)  Very  Often. 

Codes  to  be  used  for  these  response  categories  on  computer  data 
cards  are:  / 
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Answer  Sheet 

Code 

Response 

Computer 
Card  Code 

(A) 

Never 

1 

(B) 

Seldom 

2 

(C) 

Sometimes 

3 

<D) 

Often 

4 

(E) 

Very  Often 

5 

Questions  numbered  112-118  on  ths  survey  obtain  demographic  infor¬ 
mation. 

Codes  for  computer  cards  for  each  of  these  questions  to  be  used 

are: 


Questions 

Response 

Answer 

Sheet  Code 

Computer 
Card  Code 

112.  Race 

Aleut 

A 

01 

American  Indian 

B 

02 

Black 

C 

03 

Chinese 

D 

04 

Cuban 

E 

05 

Filipino 

F 

06 

Gunman lan 

G 

07 

Hawaiian 

H 

08 

Japanese 

I 

09 

Korean 

J 

10 

Mcxlcan-American 

K 

11 

Puerto  Rican 

L 

12 

Samoan 

M 

13 

White 

N 

14 

Other 

0 

15 

113.  Age 

19  years  or  less 

A 

1 

20  -  23  years 

B 

2 

24  -  29  years 

C 

3 

30  years  or  over 

D 

4 

114.  Sex 

Male 

A 

1 

Female 

B 

2 
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115.  Rank 

E-l 

E-2 

A 

01 

E-3 

B 

02 

E-4 

C 

03 

E-5 

D 

04 

E-6 

E 

05 

E-7 

F 

06 

E-8 

G 

07 

E-9 

H 

08 

WO-1 

I 

09 

WO- 2 

J 

10 

WO- 3 

K 

11 

W0-4 

L 

12 

0-1 

M 

13 

0-2 

N 

14 

0-3 

O 

15 

0-4 

P 

16 

0-5 

Q 

17 

0-6 

R 

18 

0-7 

S 

19 

T 

20 

116.  Highest 
Grade  Completed 
in  School 

Less  than  High  School  Grad. 

High  School  Graduate  or  G.E.D. 
Some  College 

A 

B 

c 

1 

2 

College  Degree 

Vi 

n 

3 

Graduate  Work  o  r  Degree 

u 

E 

4 

5 

Questions 

Response 

Answe  r 

Sheet  Code 

Computer 
Card  Code 

117.  Length  of 

Less  than  1  year 

A 

1 

Active  Duty 

1-3  yoars 

B 

2 

4-9  years 

C 

3 

10-15  years 

D 

4 

16  or  more  years 

E 

5 

118.  Frequency 

Daily 

A 

1 

of  Personal  Con¬ 

Weekly 

B 

•■> 

4m 

tact  w/People  of 

Monthly 

C 

3 

o/ Races  During 
Off-Duty  Hours 

Never 

D 

4 

8-3.  Editing.  Routine*  should  be  developed  that  edit  the  data 
cards  on  several  characteristics.  First,  check  for  non-numeric  charac¬ 
ters.  All  non-numeric  characters  are  replaced  by  blanks.  Cards  are 

then  checked  for  duplicated  lines  and  missing  lines.  Duplicated  lines 

(two  cards  with  the  same  card  number)  are  corrected  by  rejecting  the 
first,  accepting  the  second,  since  this  error  most  often  occurs  when 
keypunchcrs  correct  an  error  on  a  new  card,  then  fail  to  remove  the 

original  card  with  the  error.  If  any  case  is  missing  cards,  the  entire 

case  is  rejected.  Also,  cases  are  rejected  if  the  designator  of  race  is 
missing,  or  more  than  ten  percent  of  the  statements  in  either  section  of 
the  RAPS  are  unanswered;  i.e.,  more  than  seven  (7)  RPI  statements  or 
five  (5)  IDB  statements  are  unanswered.  If  less  statements  are  unans¬ 
wered,  use  the  mean  value  to  substitute  for  missing  values  on  the  RPI 
and  IDB.  Calculate  the  mean  value  for  each  statement  for  blacks  and 
whites  separately  to  determine  the  value  to  use  to  substitute  for  mis¬ 
sing  responses.  Round  off  each  mean  value  to  the  nearest  integer. 

8-4.  Scales.  Tho  Racial  Perceptions  Inventory  is  made  up  of  4  scales: 

1.  Perceived  Discrimination  Against  Blacks  (PDB) 

2.  Attitude  Towards  Racial  Interaction  (ATI) 

3.  Feelings  of  Reverse  Racism  (FRR) 

4.  Racial  Climate  (RC) 

Each  scale  is  composed  of  a  selection  of  statements  from  among 
statements  numbered  1-69.  The  following  are  the  statements  on  each 
scale: 


1.  PDB  Scale  -  Statements  number  3,  5,  6,  7,  10,  14,  16, 

23,  24,  25,  32,  33,  34,  35,  38,  39,  42, 
44,  45,  47,  50,  52,  55,  56. 
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2. 

ATI  Scale  — 

Statements  number  4,  13 

.  17 

.  19 

,  20 

.  28 

30,  31,  36,  37,  46,  53, 

58, 

61, 

63. 

3. 

FRR  Scale  - 

Statements  number  2,  9, 

15, 

18. 

22, 

26, 

40,  41,  54,  57,  60,  62, 

64, 

67, 

68, 

69. 

4. 

RC  Scale  - 

Statements  number  1,  8, 

11. 

12, 

21, 

27, 

29,  43,  48,  49,  51,  59. 

An  additional  group  of  6  statements  makes  up  a  s  ction  of  personal 
experiences  (PE).  These  statements  are  worded  from  a  perspective  that 
does  not  define  racial  discrimination  exclusively  from  a  black  or  white 
perspective.  Rather,  they  are  constructed  to  gain  insights  into  how 
racial  groups  other  than  black  or  white  perceive  their  treatment. 

5.  PE  Section  -  Statements  number  11,  30,  31,  48,  65,  66. 

8-5.  Scoring  the  Scales.  To  score  the  RPI  scales,  it  is  necessary 
first  to  reverse  values  on  designated  statements.  This  is  done  in  order 
that  all  statements  in  a  scale  arc  consistent  in  meaning  and  direction. 
Reversal  should  be  done  to  the  following  statements: 

PUB  Scale  ---  Statement  number  39. 

ATI  Scale  —  Statements  number  17,  30,  46,  61. 

RC  Scale  —  Statements  number  8,  51. 

The  formula  for  reversing  is : 

6.0  -  Value  -  Reversal  Value 

For  example,  if  a  subject  responds  to  statement  39  with  a  "B"  -  "Dis¬ 
agree"  answer,  it  would  be  coded  with  the  numerical  value  2.  The  rever¬ 
sal  value  would  be  6  -  2  ■  4.  In  computing  the  PDB  scale  score,  the 
reversal  value,  4,  would  be  substituted  for  the  original  value,  2.  The 
reversal  procedure  is  only  used  when  calculating  scale  scores. 

To  obtain  the  scale  scores  for  each  individual,  simply  sum  his 
response  values  for  all  the  statements  in  each  scale  (including  those 
statements  with  reversed  values).  The  PE  section  is  not  a  true  scale. 
The  response  values  for  the  PE  Section  should  not  be  summed.  However, 
the  responses  to  the  PE  items  should  be  presented  together  as  a  group 
for  analysis  purposes. 

8-6.  Content  Areas.  Statements  numbered  70-111  compose  the  Incidence 
of  Discriminatory  Behavior  section.  This  section  may  be  divided  up  into 
the  following  content  areas: 

1.  Racial  Harassment  (RH) 

2.  System  Treatment  (ST) 

3.  Supervisory  Treatment  (SUP) 

4.  Self-Segregation  (SS) 
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Each  content  area  is  composed  of  a  selection  of  statements  from 
among  statements  numbered  70-111.  The  following  is  a  list  of  statements 
in  each  content  areas 

1.  Racial  Harassment  -  Statements  number  104,  108,  102. 

110,  91,  99,  72,  78,  71  97, 

111,  82,  89. 

2.  System  Treatment  -  Statements  number  109,  93,  106, 

107,  73,  75,  79,  81,  85. 

3.  Supervisory  Treatment  -  Statements  number  95,  84,  105, 

83,  77,  101,  86,  76,  103,  96, 

80,  100,  94,  74,  88,  90. 

4.  Self-Segregation  -  Statements  number  70,  92,  87, 

98. 

Like  the  PE  section,  the  content  areas  are  not  true  scales.  The  item 
responses  within  each  content  area  in  the  order  given  above  should  be 
presented  together. 

8-7.  Data  Runs.  First,  responses  to  the  race  question  (item  112) 
should  be  presented  by  both  frequency  and  percentage  of  responses.  If 
the  percentage  of  responses  for  either  "Aleut"  or  "American  Indian" 

(coded  as  01  and  02)  is  more  than  twice  the  estimated  percentage  of 
Alauts  or  Indians  on  the  installation,  all  those  cases  from  either  or 
both  of  the  particular  categories  (if  they  are  over-responded  to)  should 
be  eliminated  from  regular  processing.  Past  surveys  have  shown  that  a 
number  of  subjects  may  inaccurately  indicate  that  they  arc  Aleuts  or 
Indians,  perhaps  because  the  two  groups  are  the  first  two  response, 
categories. 

The  RAPS  data  should  be  divided  into  three  parts  based  on  responses 
to  item  112.  Those  soldiers  who  categorized  themselves  as  black  (code  03) 
are  the  first  part.  Those  soldiers  who  categorized  themselves  as  white 
(code  14)  are  the  second  part.  Those  soldiers  who  categorized  themselves 
as  neither  black  nor  white  (all  other  codes)  are  the  third  part  or  "other" 
groups.  The  following  computations  and  data  runs  should  be  done  separately 
for  each  racial/ethnic  group  -  first  for  the  blacks,  then  for  the  whites, 
and  finally  for  the  "other"  groups. 

1.  Present  the  response  distribution  (frequency  and  percentage 
of  answers),  the  arithmetic  mean,  and  the  standard  deviation 
for  each  of  the  remaining  items,  1-111  and  113-118. 

2.  Reverse  values  on  the  designated  statements.  Then  present 
the  four  scale  (PDB,  ATI,  FRR,  RC)  scores  by  means  of  the 
following  computations: 
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For  ench  individual  in  the  group,  sum  the  response 
values  to  all  the  statements  (including  those  state¬ 
ments  with  reversed  values)  in  the  scale  being  scored. 

This  will  produce  individual  scale  scores. 

Sum  the  individual  scale  scores  for  all  those  in  the  group 
and  then  compute  the  arithmetic  mean  and  standard  deviation 
of  the  scale  scores  (of  the  scale  being  scored)  for  the 
group. 

Standardize  the  scale  mean.  This  is  easily  done  by 
hand  if  no  computer  programs  are  available.  Standard¬ 
ization  is  done  by  dividing  the  scale  mean  for  the 
group  by  the  maximum  possible  score  and  multiplying 
the  result  by  100.  The  maximum  possible  scale  scores 
(i.e.,  the  maximum  response,  "5",  times  the  number  of 
questions)  are  ns  follows: 

PDB  —  120 
ATI  —  75 

FRR  —  80 

RC  —  60 

The  RC  scale  is  a  special  case.  Before  standard¬ 
ization.  the  mean  scale  score  for  the  group  must  be 
reversed  so  that  a  higher  score  will  indicate  less 
favorable  perceptions  ns  in  the  other  three  scales. 

This  reversal  is  done  by  subtracting  the  group  mean 
scale  score  from  72.  The  result  is  then  divided  by 
the  maximum  and  multiplied  by  100. 

Example  1:  Assume  a  group  mean  scale  score  of  80  for 
the  PDB  scale.  To  standardize,  divide  the  mean  of  80 
by  the  maximum  of  120  and  multiply  by  100: 

80/120  x  100  ■  66.7,  the  standardized 
score 

Example  2:  Assume  a  group  mean  scale  score  of  52  for 
the  RC  scale.  First  to  reverse  the  score,  subtract  52 
form  72: 


72  -  52  ■  20,  the  reversed  mean  score 
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To  standardize,  divide  the  reversed  mean  score  of  20 
by  the  maximum  of  60  and  multiply  by  100: 


20/60  x  100  »  33.3,  the  standardized  score 

The  standardization  procedure  allows  one  to  compare 
all  scale  scores  on  a  standardized  scale  going  from 
20  to  100  with  60  as  a  midpoint. 

3.  Present  the  response  distribution,  arithmetic  mean,  and 
standard  deviation  per  item  for  the  sets  of  items  compos¬ 
ing  the  PE  section  of  the  RP1  and  the  four  content  areas 
of  the  IDB.  While  this  presentation  is  a  duplicate  of 
information  generated  in  run  1  above,  it  is  particularly 
useful  in  interpretation  if  the  items  in  a  set  are  located 
together  and  presented  in  the  appropriate  order  for  the  set; 

A.  Recode  the  pay  grade  (item  115)  categories  into  the  fol¬ 
lowing  groups: 

El  -  EA 
E5  -  E6 
E7  -  E9 
W01  -  WOA 
01  -  03 
0A  -  07 

Repeat  runs  2  and  3  for  each  new  pay  grade  group  within 
each  of  the  three  racial  groups  (black,  white,  others). 

For  example,  start  with  blacks  who  indicate  their  pay 
grade  is  in  the  El  -  EA  category.  Complete  runs  2  and  3. 
Then  repeat  the  process  using  blacks  in  the  E5  -  E6  cat¬ 
egory,  and  continue  in  a  similar  manner  for  the  other 
race-pay  grade  groups.  Be  careful  not  to  reverse  the 
statements  designated  to  be  reversed  more  than  once. 
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CHAPTER  9 


ANALYSIS  AND  INTERPRETATION 


9-1.  Analysis.  Analysis  is  the  process  of  taking  a  long,  hard  look  at 
the  data.  It  is  accomplished  by  making  a  series  of  systematic  passes 
through  the  data,  each  time  with  a  different  focus.  The  following  is  a 
suggested  list  of  passes  to  accomplish  the  primary  data  analysis. 

1.  Look  at  the  responses  to  items  1  through  111  for  each 
racial/ethnic  group  to  get  a  feel  of  how  the  responses 
are  distributed.  Look  for  those  items  where  the  number 
of  subjects  responding  is  less  than  the  number  in  the 
racial/ethnic  group.  These  items  may  have  been  difficult 
for  the  respondents  to  answer  or  on  a  particularly  sensitive 
issue. 

2.  Look  at  items  112  through  118.  These  items  describe  the 
sample.  Determine  whether  the  response  proportions  per 
item  approximate  the  proportions  in  the  installation 
population.  If  they  are  about  the  same,  the  sample  can 
be  considered  to  adequately  represent  the  soldiers  on  the 
installation.  If  the  proportions  are  different,  one  must 
be  cautious  in  attributing  the  attitudes  and  perceptions 
of  the  sample  to  the  population.  The  item  responses 
should  also  be  used  to  understand  the  types  of  personnel 
in  the  sample,  i.e.,  whether  they  are  mostly  from  the 
higher  ranks  with  a  substantial  amount  of  time  in  service 
or  primarily  from  the  lower  ranks  with  little  time  in 
service.  Be  aware  that  the  black  group  in  the  sample  may 
be  mostly  enlisted  while  the  white  group  may  contain  a 
large  number  of  officers. 

3.  For  each  group,  go  through  items  1  through  111.  Find  the 
ten  items  with  the  most  consensus  (i.e.,  the  smallest 
standard  deviations),  the  least  consensus  (i.e.,  the 
largest  standard  deviations),  the  smallest  arithmetic 
means,  and  the  largest  arithmetic  means.  Determine  what 
is  common  about  these  items. 

4.  For  each  group,  look  at  the  group  PDB  scale  score.  The 
scale  reads  like  a  thermometer,  the  higher  the  score,  the 
"hotter"  is  the  degree  of  perceived  discrimination. 

Higher  scores  indicate  more  perceived  discrimination,  and 
lower  scores  indicate  less  perceived  discrimination.  The 
scale  score  represents  the  average  response  for  the 
statements  in  the  scale  as  shown  below.  Also  look 

at  the  three  items  within  the  scale  with  the  largest 
means,  the  largest  standard  deviations,  the  smallest 
means,  and  the  smallest  standard  deviations.  These  items 
indicate  where 
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groups  perceive  the  most  and  least  discrimination  and  where  there  is  the 
most  nnd  least  consensus  about  it.  Remember  some  of  the  items  have  been 
reversed  in  computing  the  scale  score  (see  Sections  8-5  and  8-7  of  this 
manual) . 


1  Score 

Average  Response  for 

Statements 

in  the  Scale 

100 

5-  Strongly  Agree 

80 

4-  Agree 

60 

3-  Neither  Agree  nor 

Disagree 

40 

2-  Disagree 

20 

1-  Strongly  Disagree 

5.  For  each  group,  repeat  4.  above  for  the  ATI  scale. 

6.  For  each  group,  repeat  4.  above  for  the  FRR  scale. 

7.  For  each  group,  repent  4.  above  for  the  RC  scale. 


8.  For  each  group,  look  at  the  PE  section  and  find  the  two 
items  with  the  largest  means,  the  largest  standard 
deviations,  the  smallest  means,  and  the  smallest  standard 
deviations.  Look  at  these  items  nnd  all  the  items  in  the 
section  to  find  to  what  degree  groups  have  felt  discrimi¬ 
nated  against  because  of  their  race. 


9.  For  each  eroup,  look  at  the  RH  section  of  the  1DB. 

This  section  is  the  most  important  of  the  II)B  sections 
because  negative  responses  (i.e.,  those  indicating  the 
discriminatory  behaviors  have  occurred  "often"  or  "very 
often")  are  strong  indicators  of  racial  tension.  The 
items  within  the  RH  section  are  rank  ordered  in  the 
potential  racial  tension  of  the  behavior  reflected  by  the 
statement,  with  the  behavior  in  the  first  statements 
having  the  greatest  tension  potential.  In  this  section, 
look  not  only  at  the  means  nnd  standard  deviations  but 
especially  at  the  percentage  of  "often"  and  "very  often" 
responses. 


10.  For  each  group,  repent  9.  above  for  the  ST  section  of  the 
IDB. 


11.  For  each  group,  repent  9.  above  for  the  SUP  section  of 
the  IDB. 
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12.  For  each  group,  repeat  9.  above  for  the  SS  section  of  the 
IDB. 

13.  For  each  group,  repeat  passes  3  through  12  for  each  race-paygrade 
category  (i.e.,  black  El-E-As  ,  black  E5-E6s,  etc.). 

14.  Form  an  overall  impression  of  the  attitudes  and  perceptions 
of  each  group  taking  into  consideration  the  demographic 
characteristics  (such  as  education  and  amount  of  off-duty 
interracial  contact). 

15.  Look  at  the  differences  between  the  racial  groups.  Com¬ 
pare  the  mean  scores  for  the  items  and  scales  to  determine 
where  the  means  are  close  together  or  far  apart.  Looking 
at  the  standard  deviations,  determine  the  degree  of 
consensus  on  these  items  and  scales.  Consider  the  nature 
of  the  item  or  scale  being  dealt  with.  For  example,  if 
whites  report  very  often  hearing  racist  jokes  about 
blacks  while  blacks  report  seldom  hearing  them,  the 
immediate  impact  of  that  behavior  would  not  be  as  great 

as  when  blacks  report  hearing  racist  jokes  about  blacks 
"very  often."  If  both  blacks  and  whites  perceive  a  lot 
of  discrimination  against  blacks  (i.e.,  both  have  high 
PDB  scale  scores),  it  is  a  significantly  different  situation 
than  when  only  blacks  perceive  the  discrimination  although 
the  real  amount  of  discrimination  may  be  the  same  in  each 
case. 

16.  Look  at  items  and  scales  that  relate  to  areas  of  special 
interest  (e.g.,  that  relate  to  new  programs  or  specific 
actions  taken) . 

17.  Compare  the  results  of  this  administration  of  the  survey 
with  those  of  past  administrations.  Determine  the  direc¬ 
tion  of  changes  and  the  lack  of  changes  where  they  might 
be  anticipated. 

18.  Request  additional  data  runs  from  the  ADP  representative 
if  the  runs  seem  necessary  to  the  analysis. 

9-2.  Secondary  Analysis.  There  is  a  great  deal  of  information  contain¬ 
ed  in  the  RAPS  that  can  be  useful  to  the  installation  commander.  Much 
of  it  must  wait  to  be  analyzed  until  after  the  primary  analysis  is 
completed  and  the  survey  report  is  given  to  the  commander.  At  the 
commander’s  request  or  on  the  basis  of  the  usefulness  of  the  informa¬ 
tion,  the  technical  consultant  may  find  it  desirable  to  do  a  later 
analysis  of  parts  of  the  data.  For  example,  it  might  be  useful  to 
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determine  the  amount  of  off-duty  inter-racial  contact  for  each  racial 
category  (or  educational  category,  or  rank  category,  etc.)  and  the 
racial  perceptions  of  those  in  eacli  racial  category  -  amount  of  contact 
category  group.  The  results  of  secondary  analysis  can  often  give  keen 
additional  insights  into  thu  racial  situation. 

9-3.  Interpretation.  The  interpretation  plaeo  of  the  survey  is  basic¬ 
ally  the  process  of  drawing  out  the  implications  of  the  analyzed  data. 
There  are  no  easy  methods  for  doing  this.  It  is  a  subtle  process.  The 
interpretation  varies  from  one  administration  of  the  survey  to  the  next 
and  from  one  installation  to  another.  The  technical  consultant  should 
use  his  full  knowledge  of  the  installation  situation  und  the  knowledge 
of  the  rest  of  the  RATS  team  as  well  as  other  insightful  installation 
personnel  in  interpreting  the  survey  results. 

Since  the  goal  of  the  commander's  programs  is  the  elimination  of 
racial  disharmony  und  discrimination  over  all,  the  results  can  be  inter¬ 
preted  in  terms  of  their  implications  for  reselling  that  goal.  One  can 
indicate  from  the  survey  wliut  might  be  preventing  attainment  of  the  goal 
us  well  as  what  in  generul  one  might  need  to  do  ubout  it.  in  some 
cases,  the  commander  might  need  to  influence  the  attitudes  or  percep¬ 
tions  of  one  or  more  groups.  This  might  bo  done  by  giving  more  visibil¬ 
ity  to  the  commander's  progrums  or  by  educating  one  or  more  of  the 
groups  about  the  actual  promotion  rates  by  race,  number  of  article  15*s 
by  race,  or  etc.  In  other  cases,  thu  commander  may  need  to  ulter  exist¬ 
ing  conditions  such  as  in  off-post  housing,  supervisory  treatment,  or 
the  prevalent  occurrence  of  racial  harassment. 

As  an  interpretation  example,  assume  that  the  white  group's  mean 
score  on  the  1'DU  scale  was  rather  low  and  on  the  FRR  scale  was  rather 
high.  The  interpretation  of  these  and  the  other  scales  is  as  follows: 

The  scores  read  like  a  thurmomutur .  The  higher  the  average  score, 
the  "hotter"  is  the  situation  to  which  the  scale  relates. 

For  the  FOB  Scale,  higher  scores  indicate  more  perceived  discrim¬ 
ination,  and  lower  scores  mean  less  perceived  discrimination  against 
blacks. 

On  the  ATI  Scale,  higher  scores  indicate  uttitudes  less  favorable 
to  racial  interaction,  and  lower  scorus  indicate  attitudes  more  favor¬ 
able  toward  racial  inturuction. 

A  higher  FRR  Scale  score  indicates  that  whites  feel  threatened  or 
fearful  of  blucks  und  perceive  favorable  treatment  of  blacks.  Lower 
scores  indicate  thu  opposite. 

For  the  RC  Scale  (which  has  been  reversed) ,  higher  scores  indicate 
perceptions  of  a  low  quulity  of  race  ralutions  in  the  Army  and  a  low 
level  of  commitment  of  the  Army  to  racial  harmony.  Lower  scores  indi¬ 
cate  perceptions  of  a  high  quality  of  race  relations  in  the  Army  and 
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high  level  of  commitment  of  the  Army  to  racial  harmony. 

In  the  example,  one  can  interpret  the  two  scale  scores  together  us 
indicating  that  whites  don’t  feel  that  blacks  are  really  discriminated 
against  but  rather  feel  blacks  are  actually  being  given  an  unfair  advan¬ 
tage  (i.e.,  favorable  treatment  as  a  group).  One  can  look  at  the  items 
within  the  scale  to  form  a  more  detailed  interpretation.  This  combina¬ 
tion  of  scale  scores  would  imply  that  a  number  of  whites  are  likely  to 
feel  resentful  of  blacks.  This  possible  resentment  is  likely  to  result 
in  disharmonious  behavior.  If  this  interpretation  is  correct,  then 
certain  of  the  RH  items  in  the  IDB  should  substantiate  this  (e.g.,  a 
large  number  of  whites  reporting  they  hear  racist  jokes  about  blacks  or 
hear  people  calling  blacks  by  derogatory  names).  To  reduce  the  poten¬ 
tial  for  disharmonious  behavior  in  this  situation,  the  commander  should 
first  determine  whether  the  perceptions  of  whites  are  accurate,  and  if 
they  are  not,  he  should  make  efforts  to  educutc  the  whites  that  there  Is 
actual  equal  treatment.  If  the  white  group's  perceptions  are  somewhat 
accurate,  the  commander  should  take  steps  to  alter  the  installation 
conditions  so  that  there  is  equal  treatment  for  all. 

As  another  example,  assume  that  the  black  group  had  a  high  mean 
1’Db  scale  score  and  a  high  mean  RC  scale  score.  One  can  interpret  these 
two  mean  scores  to  indicate  that  not  only  do  the  blacks  feel  discrim¬ 
inated  against,  but  they  feel  that  the  Army  isn't  doing  anything  about 
it,  i.e.,  not  living  up  to  the.  professed  goal  of  equal  treatment.  In 
this  example  also,  a  look  at  the  actual  scale  items  would  help  in  making 
a  mote  detailed  interpretation.  The  installation  commander  should  again 
act  on  the  potentially  troublesome  situation  by  first  assessing  the 
accuracy  of  the  perceptions  and  then  either  trying  to  change  their 
perceptions  (if  they  are  inaccurate)  or  change  the  existing  conditions 
to  insure  equal  treatment  (if  discrimination  exists).  It  would  also  be 
desirable  for  the  commander  to  find  out  why  the  black  soldiers  in  the 
example  haven't  been  informed  about  or  understood  the  nature  of  the 
Army's  and  the  installation  commander's  commitment  to  harmonious  race 
relations  und  equal  treatment. 

There  are  no  Array-wide  normative,  scores  to  which  to  compare  scores 
from  any  particular  RATS  administration.  However,  by  repeating  the  RAl’S 
at  an  installation,  one  can  compare  current  scores  with  past  scores. 

Score  changes  can  be  interpreted  by  whether  they  are  in  the  desired 
direction.  Also  black  and  non-bluck  responses  should  become  more  simi¬ 
lar,  indicating  a  common  frame  of  reference  und  greater  communication. 

In  assessing  changes  over  time,  the  interpreter  should  take  into  consider¬ 
ation  the  turnover  in  installation  personnel,  the  comparability  of 
samples  lor  each  administration,  and  any  Army  or  civilian  sector  racial 
occurrences . 

In  Appendix  K,  the  collection  of  responses  to  RAl’S  items  are 
presented  for  the  numerous  soldiers  who  took  the  survey  while  it  was 
being  developed.  These  responses  are  presented  so  that  those  giving  the 
survey  for  the  first  time  will  have  some  idea  of  what  the  responses  may 
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look  like.  It  is  important  to  note  that  Appendix  k  is  presented  only  .is 
a  sample.  The  responses  there  are  not  to  be  used  as  standard  norms. 

They  were  obtained  at  prior  times  at  selected  installations  with  samples 
whose  characteristics  differ  from  those  at  any  given  installation. 

Norms  for  the  RAPS  must  be  developed  for  each  individual  installation. 

Remember  in  interpretation  that  the  responses  come  directly  from 
the  installation  soldiers  at  whom  the  commander's  programs  are  aimed. 

It  is  the  soldiers'  responses  that  are  to  be  interpreted,  not  the  re¬ 
sponses  of  staff  members  or  visiting  experts.  The  responses  to  every 
item  are  important  no  matter  how  much  one  man  disagrees  with  them.  It 
is  best  if  responses  to  these  items  are  interpreted  by  viewing  them  for 
the  item  alone,  in  contrast  to  items  within  the  same  scale  or  content 
area,  and  in  contrast  to  other  items  that  can  be  in  some  way  related. 

9-4.  The  RAPS  Report.  Tha  report  to  the  commander  can  be  in  any  form. 
The  commander  r.ay  specify  a  particular  format  or  leave  it  up  to  the  team 
leader  to  decide  on  one.  The  following  is  a  suggested  list  of  topics 
for  inclusion  in  the  report: 

1.  Time  and  place  of  survey  administration 

2.  Members  of  the  RAPS  team 

3.  Adequacy  of  the  administration 

4.  Characteristics  of  the  sample  and  its  representativeness 
3.  RPI  Scale  scores  with  interpretation 

6.  RPI  individual  item  responses  by  scale  with  interpretation 

7.  IDB  item  responses  by  content  area  with  interpretation 

8.  Overall  interpretation 

9.  Suggested  actions 
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CHAPTER  10 


USING  THE  RAPS  RESULTS 


10-1.  Understanding  the  Results.  The  commander  should  carefully  read 
the  report  he  receives  from  the  Learn  leader.  Once  he  Is  thoroughly 
fnmLliar  with  its  contents,  he  should  call  a  meeting  with  the  RAPS  team 
and  other  installation  personnel  who  are  knowledge  ih 1 e  about  the  racial 
situation.  At  the  meeting  they  should  discuss  he  survey  results  and 
the  present  programs  in  order  to  understand  the  results  and  their  impli¬ 
cations  for  the  programs.  Specifically,  those  present  at  the  meeting 
should  discuss  where  things  seem  to  bo.  going  well  (and  why),  where 
progress  has  been  made,  where  things  seem  to  be  going  not  go  well  (and 
why),  where  the  real  locus  of  the  related  problem  (or  problems)  Is,  and 
what  priorities  for  action  should  be  established.  Eor  example,  in  one 
case,  greater  publicity  for  established  programs  and  the  commander's 
commitment  may  be  all  that  is  needed.  In  another  case,  the  basic  prob¬ 
lems  may  be  with  the  behavior  of  supervisors.  In  still  unotdicr  case,  no 
now  actions  may  need  to  bo  taken. 

10-2.  Actions.  Actions  should  be  taken  where  they  are  feasible  and  can 
actually  be  effective.  The  commander  must  determine  the  level  of  re¬ 
sources  available  and  the  best  wuy  to  distribute  them  according  to  the 
priorities  established. 

It  is  important  to  determine  which  actions  in  the  past  have  been 
effective,  and  which  not,  so  that  the  effectiveness  of  future  actions 
can  be  estimated.  When  a  program,  organization  (such  as  a  board  or 
committee),  or  specific  action  proves  ineffective,  it  not  only  wastes 
resources  but  diminishes  the  credibility  of  the  Army's  commitment  to 
equal  treatment  and  racial  harmony.  It  is  possible  that  the  most  useful 
actions  may  simply  be  the  slow  processes  of  continuous  education  and 
exemplary  conduct  by  leaders.  Appropriate  actions  will  vary  by  installa¬ 
tion  und  at  different  times  for  each  installation. 

10-3.  Further  biudy.  The  commander  may  find  it  desirable  to  ask  the 
technical  consultant  to  look  at  the  RAPS  results  further.  There  may  be 
items  of  special,  interest  or  relevant  to  programs  that  could  be  investi¬ 
gated  in  more  depth  than  is  possible  tor  the  initial  RAPS  report.  The 
commander  should  confer  with  the  technical  consultant  to  determine  if 
further  anulysis  would  be  useful. 

The  commander  should  retain  the  RAPS  report,  and  a  copy  of  the 
printout  so  that  they  can  be  used  to  compure  with  future  surveys.  By 
monitoring  the  success  of  programs  and  actions  taken,  the  commander  (or 
Itia  delegate)  can  assess  the  quality  of  the  RAPS  interpretation  and  the 
uses  made,  of  it.  The  experiences  of  a  number  of  administrations  and 
actions  will  enable  the  commander  and  others  involved  to  continually 
upgrade  their  assessments  of  the  racial  situation  and  their  programs  to 
improve  it. 
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10-4.  Feedback.  The  commander  should  furnish  some  sort  of  feedback  to 
those  involved  in  administering  the  RAPS  and  to  all  the  installation 
personnel.  Feedback  reduces  hostility  to  the  survey  and  gives  subjects 
a  feeling  of  communication  with  tho  commander.  Further,  it  helps  the 
soldiers  develop- a  sense  of  participation  and  commitment  to  improve  the 
racial  conditions  on  the  installation.  In  particular,  the  soldiers 
(both  officer  and  enlisted)  should  be  informed  of  the  good  and  what  they 
can  do  to  improve  the  bad.  Everyone  hus  a  stake  in  the  racial  situation. 
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S“Pl*  RAPS  (“hen  using  an  answer  sheet) 

The  RAPS  (requiring  an  answer  sheet) 

S”"'>U'  MPS  answering  In  S„r„ey  Booblet) 

^  °‘  thC  RAPS  <“h-  — ering  ln  Survey  Booklct) 
The  Basis  for  Determining  Sample  Size 

Reasons  t.r  Subject  Absence  from  an  Aetna!  RAPS  Survey 

Sample  Introduction  for  RAPS  Monitors 

Sample  HAPS  Survey  Instructions  (for  monitors) 


Sample  Monitor  Training  Agenda 

Sample  Monitor  Question  and  Answer  Sheet 
Sample  RAPS  Responses 


L.  Survey  Information  Statement 

M.  Fortran  Computer  Program 


A.  Sample  RAPS  Instructions  (when  using  an  answer  sheet) 

GENERAL  INSTRUCTIONS  FOR  COMPLETING  THIS  QUESTIONNAIRE 


1 .  Do  not  put  your  name  or  service  numbar  anywhara  on  tha  answer  sheet  or  tha  questionnaire. 

2.  Antwar  all  tha  questions.  Raad  aach  question  and  all  of  its  rasponsas  carafully  bafora  selecting 
your  answer. 

3.  Choosa  only  on*  answar  to  aach  question. 

4.  Mark  your  answar  on  tha  answar  shaat  only.  Do  not  writa  on  tha  quastionnaira  booklet. 

5.  Usa  only  a  #2  pencil  whan  filling  out  tha  answar  shaat.  Do  not  usa  ink. 

6.  On  tha  answar  shaat,  mark  tha  box  that  has  tha  tame  letter  as  tha  response  you  selected  from 
tha  questionnaire. 

7.  Tha  answer  shaat  is  numbered  from  top  to  bottom.  Check  your  answers  once  in  a  while  to  be 
sure  that  you  are  marking  in  the  right  place. 

8.  Fill  in  tha  box  with  a  heavy  mark;  do  not  go  outside  the  lines  of  tha  box.  Look  at  the  example  below: 

RIGHT  WRONG  WRONG 

9.  If  you  make  a  mistake,  erase  tha  mark  completely  before  entering  a  new  one. 

10.  Do  not  tear  or  fold  the  answer  shaat. 
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B.  The  RAFS  (requiring  an  answer  sheet) 


On  your  answer  sheet,  mark  your  answer 
to  each  of  these  questions,  as  follows: 

A  DISAGREE  STRONGLY 
B  DISAGREE 

C  NEITHER  AGREE  NOR  DISAGREE 
D  AGREE 

E  AGREE  STRONGLY 


1  Race  relations  in  the  Army  have  been  getting 
better  during  the  past  year. 

2.  With  the  same  education  and  skills,  Black 
soldiers  get  better  treatment  than  Whites. 

3.  White  soldiers  and  supervisors  assume  the 
worst  about  Blacks  in  any  doubtful  situation. 

4.  Blacks  were  better  off  before  this  integration 
business  got  started. 

5.  White  supervisors  pay  little  or  no  attention  to 
Blacks’  complaints  about  discrimination  in  the 
civilian  community. 

6.  Harsher  punishments  (Articles  1 5 ,  courts- 
martial,  etc.)  are  given  out  to  Black  offenders 
than  to  White  offenders  for  the  same  types  of 
offenses. 

7.  Whites  who  supervise  Black  supervisors  doubt 
their  competence. 

8.  There  is  more  racial  discrimination  on  this 
military  installation  than  there  is  in  civilian 
life. 

9.  If  things  continue  the  way  they  are  going, 
Blacks  will  get  more  than  their  fair  share. 

1 0.  Blacks  get  more  extra  work  details  than 
Whites. 

11.  I  understand  the  feelings  of  people  of  other 
races  better  since  I  joined  the  Army. 

1 2.  The  Army  is  firmly  committed  to  the 
principle  of  equal  opportunity. 


1 3.  After  duty  hours,  soldiers  should  stick 
together  in  groups  made  up  of  their  race 
only  (Blacks  only  with  Blacks,  and  Whites 
only  with  Whites). 

14.  The  Military  Police  in  the  Army  treat  Blacks 
worse  than  they  treat  Whites. 

15.  Blacks  are  trying  to  get  ahead  too  fast. 

16.  Whites  act  as  though  stereotypes  about  Blacks 
were  true  (for  example,  all  Blacks  are  lazy). 

17.  The  Army  needs  race  relations  programs. 

18.  Blacks  get  extra  advantages  on  this  installation. 

19.  It  might  be  a  good  idea  to  have  all-Black  and 
all-White  units  in  the  Army. 

20.  Trying  to  bring  about  racial  integration  is  more 
trouble  than  it’s  worth. 

21.  If  the  race  problem  can  be  solved  anywhere,  it 
can  be  solved  in  the  Army. 

22.  There  is  racial  discrimination  against  Whites 
on  this  installation. 

23.  Whites  have  a  better  chance  than  Blacks  to 
get  the  best  training  opportunities. 

24.  Whites  assume  that  Blacks  commit  any  crime 
that  occurs,  such  as  thefts  in  barracks. 

25.  Whites  do  not  show  proper  respect  fc.r  Blacks 
with  higher  rank. 

26.  Blacks  in  the  Army  are  not  interested  in  how 
Whites  see  things. 


27. 

28. 

29. 

30. 

31. 


32. 


33. 

34. 

35. 

36. 


37. 

38. 

39. 

40. 


On  your  answer  sheet,  mark  your  answer 
to  each  of  these  questions,  as  follows: 

A  DISAGREE  STRONGLY 
B  DISAGREE 

C  NEITHER  AGREE  NOR  DISAGREE 
D  AGREE 

E  AGREE  STRONGLY 


Race  relations  in  the  Army  are  good. 


4 1 .  Black  power  is  a  dangerous  thing 


Blacks  and  W!  tes  would  be  better  off  if  they  lived  42. 
and  worked  only  with  people  of  their  own  races. 

The  Army  is  doing  all  it  can  to  improve  race  43. 

relations. 

In  the  Army,  I  would  prefer  to  live  in  quarters  44. 
that  are  mixed  racially. 


White  supervisors  assume  that  Blacks  have  hidden 
motives  when  they  ask  for  something. 

The  Army  is  trying  to  improve  treatment  of  Black 
service  men  and  women  in  the  civilian  community. 

There  is  racial  discrimination  against  Blacks  on 
this  installation. 


If  my  unit  had  a  supervisor  of  a  race  different 
from  mine,  I  would  dislike  it. 

White  supervisors  expect  Blacks  to  do  poorly  on 
any  jobs  other  than  menial  ones. 

Equal  opportunity  and  treatment  regulations  are 
seldom  enforced. 

Whites  are  not  willing  to  accept  criticism  from 
Blacks. 

Whites  get  away  with  breaking  rules  that  Blacks 
are  punished  for. 

In  my  opinion,  Blacks  and  Whites  should  work 
in  separate  groups  (all  Blacks  in  one  group,  all 
Whites  in  another  group). 

Blacks  and  Whites  should  mix  together  “only” 
while  they’re  on  duty. 

Our  supervisor  picks  people  to  do  certain  details 
on  the  basis  of  their  race. 

On  this  installation,  Blacks  who  work  hard  can 
advance  as  fast  as  Whites  who  work  just  as  hard. 

Some  Blacks  get  promoted  just  because  they  are 
Black. 


45.  Whites  give  Blacks  good  reason  to  distrust  Whites. 

46.  It  would  be  a  good  thing  for  Blacks  and  Whites  to 
hang  around  together  after  duty  hours. 

47.  A  Black  in  the  Army  must  do  more  than  the 
average  White  to  make  the  grade. 

48.  1  like  people  of  other  races  more  since  I  joined 
the  Army. 

49.  The  Army’s  equal  opportunity  programs  have 
been  hilpful  to  Blacks  in  the  Army. 

50.  White  soluiers  and  supervisors  act  as 
though  Flacks  have  to  “earn  the  right”  to  be 
treated  equally. 

5 1 .  There  is  serious  racial  tension  in  the  Army 

52.  Whites  accuse  Blacks  of  causing  trouble  and 
starting  fights. 

53.  Calling  attention  to  racial  problems  only  makes 
things  worse. 

54.  Blacks  frequently  cry  “prejudice”  rather  than 
accept  blame  for  personal  faults. 

55.  In  my  unit,  Blacks  get  worse  jobs  and  details  than 
Whites 
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On  your  answer  sheet,  mark  your  answer 
to  each  of  these  questions,  as  follows: 

A  DISAC.RF.!-  STRONGLY 

B  DISAGREE 

C  NEITHER  A(iRl  1  NOR  DISAGREE 

1)  AGREE 

l-  AGREE  STRONGLY 

56.  Most  commanders  apply  (lie  military  justice  system 
fajrly  to  Whites  but  not  to  Blacks. 

57.  The  reason  Blacks  stick  together  is  to  keep  out 
Whites. 

58.  A  Black  who  attends  an  all-Black  school  is  better 
off  as  long  as  it  is  just  as  good  as  a  White  school. 

59.  The  Army  provides  a  good  career  opportunity  for 
Blacks 

60.  Blacks  get  away  with  breaking  rules  that  Whites 
arc  punished  for. 

61 .  There  should  be  more  close  friendships  between 
Blacks  and  Whites  in  the  Army. 

62.  Blacks  assault  Whites  just  because  they’re  White. 

63.  Blacks  should  stay  with  their  own  group. 

64.  Blacks  are  not  willing  to  accept  criticism  from 
Whites. 

65.  On  this  installation,  1  have  personally  felt 
discriminated  against  because  of  my  race 

66.  At  stores,  bars,  theaters  and  restaurants  in  the 
civilian  community,  I  have  been  treated 
disrespectfully  because  of  my  race. 

67.  Blacks  don’t  take  advantage  of  the  educational 
opportunities  that  are  available  to  them. 

68  Blacks  give  Whites  good  reason  to  distrust  Blacks 

69.  Many  Blacks  have  begun  to  act  as  if  they  are 
superior  to  Whites. 
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HOW  OFTEN  DOES  THIS  ACTION  OCCUR  ON  THIS  INSTALLATION? 

On  your  answer  sheet,  mark  your  answer 
to  each  of  these  questions,  as  follows: 

A  =  NEVFR 
B  *  SELDOM 
C  «  SOMETIMES 
D  -  OFTEN 
E  «  VERY  OFTEN 

70.  Whites  on  my  job  stick  together. 

71.  I  hear  Whites  on  this  installation  making  insulting  remarks 
about  the  hairstyles,  music  or  food  preferences  of  Blacks. 

72.  I  see  Blacks  on  this  installation  asking  that  they  be  treated 
bttttr  than  Whites. 

73.  I  see  Whites  who  work  in  offices  like  finance,  disbursement, 
or  transportation  providing  Whites  with  bttttr  service  than 
they  provide  Blacks. 

74.  I  see  White  supervisors  looking  mort  closely  at  the  work  of 
Blacks  than  at  the  work  of  Whites. 

75.  I  see  Whites  assigned  to  less  desirable  living  quarters  than 
Blacks  of  the  same  grade. 

76.  I  see  White  supervisors  giving  Blacks  Itts  credit  for  good 
performance  than  they  give  to  Whites. 

77.  I  see  White  supervisors  pass  Blacks  over  for  training 
opportunities  for  which  they  are  qualified. 

78.  I  hear  Whites  telling  racist  jokes  about  Blacks. 

79.  1  aee  Blacks  who  work  in  offices  Ilka  finance,  disbursement, 
or  transportation  providing  Blacks  with  bttttr  service  then 
they  provide  Whites. 

80.  I  see  Black  supervisors  pass  Whites  over  for  training 
opportunities  for  which  they  are  qualified. 

81.  1  see  Whites  receiving  discriminatory  treatment  at  military 
facilities  (such  as  the  exchange,  commissary,  or  service  club). 

82.  I  hear  Blacks  on  this  installation  making  insulting  remsrks 
about  hairstyles,  music  or  food  preferences  of  Whites. 

83.  I  see  Whits  supervisors  making  It  easier  for  Whites  to  go 
through  the  chain  of  command  to  present  a  complaint  than 
they  do  for  Blacks. 

84.  1  see  White  supervisors  applying  the  Uniform  Code  of 
Military  Justice  (UCMJ)  and  Military  Regulations  differently 
to  Blacks  than  to  Whites. 
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HOW  OFTEN  DOES  THIS  ACTION  (KCIIR  ON  THIS  INSTAl  I  VIION’ 


On  your  answer  sheet,  iiuik  ytnii  unswei 
to  each  of  these  questions,  as  follows: 

A  =  NEVER 
B  =  SF.I.IX)M 
C  =  SOMETIMES 
O  =  OITF.N 
I  -  VI-RY  OFTEN 

85.  l  sec  Whites  wearing  ID  bracelets,  while  Blacks  are  not 
allowed  to  wear  “slave"  bracelets  (symbolic  Black  unity 
wristbands). 

86.  |  see  White  supervisors  paying  more  attention  to  the 
requests  or  suggestions  of  Whites  than  they  do  to  those 
of  Blacks 

87.  During  off-dutv  hours,  I  see  Blacks  spending  time  with 
just  Blacks. 

88.  |  see  White  supt  tvisors  judging  the  work  of  Blacks  in  a 
different  way  than  they  do  for  Whites. 

89.  |  hear  Whites  at  this  installation  refer  to  Blacks  as  “those 
people,"  or  “your  people  ” 

90.  I  see  Black  supervisors  looking  more  closely  at  the  work 
of  Whites  than  at  the  work  of  Blacks. 

91.  I  hear  Whites  on  this  installation  using  expressions  such 
as  “work  like  a  nigger,"  “free,  white  and  21, "etc. 

92.  Blacks  on  my  job  stick  together. 

93.  I  see  Whites  getting  away  with  breaking  rules  that  Blacks 
are  punished  for. 

I- see  Black  supervisors  paying  less  attention  to  the 
requests  and  suggestions  of  Whites  than  they  do  to 
those  of  Blacks. 

95.  I  see  White  supervisors  assigning  Blacks  to  worse  work 
details  than  they  do  Whites. 

96.  l  see  Black  supervisors  making  it  more  difficult  for  Whites 
to  go  through  the  chain  of  command  to  present  a 
complaint  than  they  do  for  Blacks. 

97.  1  hear  Blacks  on  this  installation  refer  to  Whites  in  such 
terms  as  "honky,”  "rabbit,"  or  “beast.” 

98.  During  off-duty  hours,  1  see  Whiles  spending  time  with 
just  Whites. 
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HOW  OFTEN  DOFS  THIS  ACTION  OCCUR  ON  THIS  INSTALLATION 


On  your  answer  sliecl,  mark  your  answer 
to  each  of  these  questions,  as  follows: 

A  =  NLVLR 
H  =  Si  t  DOM 
C  =  SOM!  HMFS 
I)  =  OFTEN 
F,  =  VERY  OFTEN 


99.  I  see  Whites  on  this  installation  asking  that  they  be  treated 
better  than  Blacks. 

100.  I  see  Black  supervisors  judging  the  work  of  Whites  in  a 
different  way  than  they  do  for  Blacks. 

101 .  I  see  Black  supervisors  assigning  Whites  to  worse  work 
details  than  they  do  Blacks. 

102.  1  see  Blacks  on  this  installation  harassing  or  excluding 
Whites  from  facilities  open  to  all. 

103.  I  see  Black  supervisors  on  this  installation  giving  Whites 
less  credit  for  good  performance  than  they  give  Blacks. 

104.  I  hear  Whites  on  this  installation  refer  to  Blacks  as 
“nigger,"  "coon,"  etc. 

105.  I  see  Black  supervisors  on  this  installation  applying  the 
Uniform  Code  of  Military  Justice  (UCMJ)  and  Military 
Regulations  differently  to  Whites  than  to  Blacks. 

106.  I  see  Blacks  assigned  to  less  desirable  living  quarters  than 
Whites  of  the  same  grade. 

107.  1  see  Blacks  getting  away  with  breaking  rules  that  Whites 
are  punished  for. 

108.  I  sec  Whites  at  this  installation  harassing  or  excluding 
Blacks  from  facilities  open  to  all. 

109.  I  see  Blacks  receiving  discriminatory  treatment  at 
military  facilities  (such  as  the  exchange,  commissary, 
or  service  club). 

1 10.  I  hear  Whites  on  this  installation  refer  to  Blacks  as 
“boy.” 


111.  1  hear  Blacks  telling  racist  jokes  about  Whites 


Please  tell  us  the  following  tilings  nbout  yourself  I 


112.  Which  racial  or  ethnic  group  do 
most  closely  identify  with? 

A.  Aleut 

B.  American  Indian 

C.  Black 

D.  Chinese 

E.  Cuban 

F.  Filipino 

G .  Gunman i an 
II.  Hawaiian 

I.  Japanese 

J.  Korean 

K.  Mexican-Amerlcan 

L.  Puerto  Rican 

M.  Samoan 

N.  White 

O.  Other 

113.  How  old  are  you? 

A.  Nineteen  years  or  less 

B.  Twenty  to  23  years 

C.  Twenty-four  to  29  years 

D.  Thirty  years  or  over 

114.  Sex: 


lib.  Highest  grade  completed  in 
school 

A.  Less  than  high  school 
graduate 

B.  High  school  graduate  or 
G.  K.  D. 

C.  Some  college 
0.  College  degree 

K.  Graduate  school  work  or 
degree 

117.  How  long  have  you  been  on 
active  duty? 

A.  Less  than  one  year 

B.  One  to  three  years 

C.  Four  to  nine  years 
1).  Ten  to  fifteen  years 
K.  16  or  more  years 

118.  Pitting  your  off-duty  hours  now, 
how  often  do  you  have  close  per¬ 
sonal  contact  with  people  of 
other  races? 


A. 

Daily 

B. 

Weekly 

C. 

Monthly 

D. 

Never 

A. 

Male 

B. 

Female 

Pay  Grade: 

A. 

E-l  J. 

W0-1 

N. 

0-1 

B. 

E-2  K. 

WO- 2 

0. 

0-2 

C. 

E-3  L. 

WO- 3 

P. 

0-3 

D. 

E-4  M. 

W0-4 

Q. 

0-4 

E. 

E-5 

R. 

0-5 

F. 

E-6 

S. 

0-6 

i  * 

F.-7 

T. 

0-7 

it. 

E-8 

I. 

E-9 
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C.  Sample  RAPS  Instructions  (when  answering  in  Survey  Booklet) 


Instructions 

Please  read  each  of  the  following  statements  carefully.  To  the  right  of 
the  statement,  check  the  box  which  indicates  how  you  feel  about  what  you  read. 
See  the  example  below.  If  you  disagree  that  the  medical  services  provided  by  the 
military  here  are  very  good,  then  you  would  check  the  box  under  " Disagree . " 
Your  response  would  look  like  this: 


I.  Medical  services  provided  by  this  installation 
are  very  good. 


/  ft  . 

l  l  £l  /  / 


//  *  9 


$ 


□  □  □  IS  □ 


Make  sure  that  you  answer  each  question.  If  a  question  is  difficult  for  you  to 
answer,  mark  the  best  possible  answer.  Do  not  give  more  than  one  answer  per 
question. 


Pay  no  attention  to  the  small  numbers  beside  the  boxes  in  each  question. 
They  are  there  just  to  help  with  the  analysis  of  the  data. 

When  you  have  answered  all  the  questions,  please  review  your  questionnaire 
to  make  sure  that  you  have  not  left  any  questions  unanswered. 

If  you  have  any  questions  at  all,  now  or  as  you  go  along,  raise  your  hand.  Please 
turn  the  page  and  begin. 
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ffilCXQUO  FAfi*  BLANC 


D.  First  Page  of  the  RAPS  (when  answering  in  Survey  Booklet) 


/ 

r  Nr° 

/!*  <5* 

A 

A  jn?  .e* 

i. 

/ 

•sr 

<$■ 

1.  Race  relations  in  the  Army  have  been  getting 
better  during  the  past  year. 

5 

□ 

4 

a 

3 

a 

2 

□ 

t 

□ 

a/6) 

2.  With  the  same  education  and  skills,  Black 
soldiers  get  better  treatment  than  Whites. 

□ 

a 

□ 

□ 

□ 

(7) 

3.  White  soldiers  and  supervisors  assume  the 
worst  about  Blacks  in  any  doubtful  situation. 

a 

□ 

□ 

□ 

□ 

(8) 

4.  Blacks  were  better  off  before  this  integration 
business  got  started. 

□ 

□ 

□ 

□ 

□ 

(9) 

5.  White  supervisors  pay  little  or  no  attention  to 
Blacks’  complaints  about  discrimination  in  the 
civilian  community. 

a 

□ 

□ 

□ 

□ 

(10) 

6.  Harsher  punishments  (Articles  15,  courts- 
martial,  etc.)  are  given  out  to  Black  offenders 
than  to  White  offenders  for  the  same  types  of 
offenses. 

□ 

a 

a 

□ 

□ 

(ID 

7.  Whites  who  supervise  Black  supervisors  doubt 
their  competence. 

□ 

□ 

D 

□ 

□ 

(12) 

8.  There  is  more  racial  discrimination  on  this 
military  installation  than  there  is  in  civilian 
life. 

□ 

□ 

□ 

□ 

□ 

(13) 

9.  If  things  continue  the  way  they  are  going, 

Blacks  will  get  more  than  their  fair  share. 

□ 

□ 

□ 

a 

□ 

(14) 

10.  Blacks  get  more  extra  work  details  than 

Whites. 

□ 

□ 

□ 

a 

□ 

(15) 

11.  I  understand  the  feelings  of  people  of  other 
races  better  since  I  joined  the  Army. 

□ 

□ 

□ 

□ 

□ 

(16) 

12.  The  Army  is  firmly  committed  to  the 
principle  of  equal  opportunity. 

□ 

□ 

□ 

□ 

□ 

(17) 
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E.  The  Basis  for  Determining  Sample  Size 

The  size  of  the  sample  is  determined  by  deciding  on  the  degree  of 
precision  necessary  in  the  estimation  of  the  population  mean.  By  means 
of  constructing  a  confidence  interval  around  the  sample  mean  at  a  stated 
probability  level,  one  can  fix  the  interval  in  which  the  true  population 
mean  lies  at  the  given  probability  level.  The  simplified  statistical 
formula  involved  is  the  following: 

T  +  t (S  fVN) 

This  is  the  formula  for  determining  the  confidence  interval  about 
the  sample  mean  within  which  the  true  population  mean  is  expected  to  be 
contained  at  the  specified  degree  of  probability.  The  X  is  the  sample 
mean;  the  t  is  a  value  from  the  t  distribution  based  on  the  level  of 
probability  chosen  to  express  the  level  of  precision  required  in  the 
results;  the  (S  tVn)  is  the  standard  error  of  the  mean  with  S 
being  the  standard  deviation  of  scores  and  N  the  number  of  cases  in  the 
sample. 

The  largest  standard  deviation  in  the  RAPS  scores  is  in  the  PDB 
scale  with  a  typical  S  of  12.9  for  non-blacks  and  16.1  for  blacks. 

These  S  figures  oan  be  substituted  in  the  formula  depending  on  whether 
one  wants  to  determine  the  size  of  the  non-black  or  black  sample. 

The  confidence  interval  Bit  (S  tT/N)]  is  the  range  in  which  the 
true  population  mean  is  contained.  It  is  reasonable  to  expect  the  pop¬ 
ulation  mean  to  be  within  +1  or  +  2  scale  points  on  either  side  of 
the  sample  mean.  The  smaller  the  range  of  scale  points  chosen  (e.g., 

+  1  vs.  +  2),  the  more  precisely  will  the  population  mean  be  estimated. 
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If* 


pjj]S  BL A* 


at- 


■■  I 


The  t  value  based  on  the  Student  t  distrih„n 

distribution  sets  the  degree  of 

r  ^  th3C  tHe  the  specified 

nte.val.  The  t  values  for  a  large  size  «,  i 

arge  size  sample  at  the  .95  level  of 

Probability  is  1.96,  for  the  .99  level  is  2  58  f  u 

is  2’58>  ^r  the  .999  level  is 

•  •  The  level  of  probability  means  that  ,5  times  „ut  of  xoo 

popula  ton  mean  IS  contained  within  the  confidence  Intetval,  the  99 
lave!  means  99  times  „„t  of  100>  a„d  the  ,999  aevel  ^ 

!000.  Pot  the  RAPS ,  the  ,»d  99  u  , 

levels  are  more  than  adequate. 

»v  oo,l„g  the  degree  of  precision  deslred  ^  ^  (  ^ 

and  Interval  values) ,  one  can  simply  fill  in  .k  „ 

..  .  P  y  U1  ln  the  f°™“la  to  determine 

the  desired  sample  sire.  For  examole 

tor  example,  suppose  one  chooseg  the  +  ; 

confidence  Interval  and  is  satisfied  with  the  ,s  probability  Jvel. 

Then  by  substitution: 


non-blacks 


blacks 


t  (S/VN)  -  confidence  interval 
1-96  (12. 9/ VS)  =  1 

1-96  (12.9)  =  1-/N 

25.28  =  VN 

640  “  N  (approximately) 

1-96  (16.1/VS)  -  1 

1>96  (12.9)  =  i/n 

31.56  =VN 

1000  -  N  (approximately) 


Thus  with  S  given,  one  merely  specifies  the  a 
,  .  y  Specifies  th*  degree  of  precision  to 

derive  the  sample  size  desired  tu 

desired.  The  routine  level  of  precision  would 

pP  ;  ‘  '55  P"bablUty  -  *  — e  interval.  The  moderate 

precision  level  would  provide  a  ,99  probability  for  the  ±  2  interval. 


The  very  high  level  provides  a  .95  probability  for  a  +1  interval.  This 

precision  level  is  represented  in  the  example  given  above.  The  very 

high  level  of  precision  would  provide  the  .99  probability  for  the  +  1  interval. 

The  approximate  PDB  scale  S  values  by  race  and  rank  are  given 
below  in  case  one  wishes  to  sample  based  on  these  groupings: 


PDB  SCALE  S  VALUES 

Rank  Blacks  Non-Blacks 


El  -  4 

15.6 

11.9 

E5  -  6 

16.3 

12.7 

E7  -  9 

15.5 

13.1 

W01  -  W04 

17.3 

17.9 

01  -  03 

15.5 

12.2 

04  and  above 

9.4 

10.9 

If  one  is  not  overly  concerned  with  the  PDB  scale  but  would 
rather  focus  on  another  set  of  items,  the  approximate  S  values  by  race 
are  given  below  by  scale  or  content  area: 

S  VALUES 


Scale 

Blacks 

Non-Blacks 

PDB 

16.1 

12.9 

ATI 

10.3 

9.9 

FRR 

7.9 

10.5 

RC 

7.7 

6.9 

PE 

3.2 

3.0 

RH 

8.7 

8.6 

ST 

6.4 

5.8 

SUP 

10.8 

11.4 

SS 

3.1 

2.7 
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F.  Reasons  for  Subject  Absence  from  an  Actual  RAPS  Survey 

(figures  approximate) 

Roster  Type  Frequency 


Primary 

Alternate 

Total  Number  of  Soldiers  on  Rosters 

Reason  for  Soldier  Absence  Sub-Frequency 

2580 

630 

3210 

Frequency 

% 

1.  Permanent  Departure: 

PCS 

283 

ETS 

115 

398 

12.4 

2.  Temporarily  Unavailable: 

AWOL 

48 

TDY 

163 

On  Special  Duty 

27 

On  leave 

85 

On  Proficiency  Field  Training 

89 

In  Confinement 

4 

In  Hospital 

1 

417 

13.0 

3.  Never  Assigned  to  Post 

220 

6.8 

4.  Slippage: 

Sample  No  Shows 

453 

Administrative  Errors 

172 

625 

19.5 

5.  Unusable  Alternates  (Wrong  Race 

or  Rank) 

48 

1.5 

6.  Number  of  Soldiers  Taking  Survey 

1502 

46.8 

Total 

3210 

100.0 

Note:  This  was  a  particularly  problematic  administration.  The  sample  was 
not  drawn  locally  or  in  a  timely  manner. 


G.  Sample 


Introduction  for  RAPS  Monitors 


Good  (morning/afternoon) .  My  name  is  _ _ and  with  me  is 

_ .  We  will  be  acting  as  the  monitors  for  the  administration  of 

this  survey. 

The  post  commander  is  very  interested  in  getting  a  better  under¬ 
standing  of  the  racial  climate  here  in  order  to  develop  more  effective 
programs.  Therefore,  this  (morning/afternoon)  we  are  asking  you  to 
cooperate  in  filling  out  a  questionnaire  which  deals  with  your  daily 
experiences  in  terms  of  racial  aspects.  This  questionnaire  has  been 
given  to  generals  and  privates,  combat  personnel  and  desk  clerks,  Ph.D.s 
and  high  school  dropouts.  It's  been  used  at  many  installations  through¬ 
out  the  Army  and  has  been  useful  by  providing  accurate  information  about 
what's  going  on  at  the  installations.  All  of  you  here  today  have  been 
selected  randomly  to  represent  this  installation. 

Some  of  the  questions  may  seem  repetitive,  but  each  is  important. 
You  will  be  able  to  answer  them  quickly.  The  questions  are  particularly 
concerned  with  relations  between  black  and  white  personnel.  This  is 
because  people  of  these  groups  make  up  the  largest  percentage  of  the 
Army  population.  We  are,  however,  interested  in  how  all  of  you,  what¬ 
ever  your  racial  or  ethnic  background,  see  the  racial  climate  on  this 
installation.  There  are  a  number  of  questions  that  relate  to  people  of 
all  races  and  ethnic  groups. 

Please  do  not  put  your  name  or  social  security  number  on  your 
answer  sheets.  We  want  to  insure  that  you  will  remain  anonymous  and 
that  your  answers  will  be  strictly  confidential.  Because  of  this  you 
can  feel  free  to  tell  it  as  you  really  see  it.  Don't  worry  about  what 


others  might  want  you  to  say.  This  is  not  a  test.  There  are  no  right 
or  wrong  answers.  We  just  want  to  know  how  you  feel,  what  you  are 
seeing,  and  what  you  think.  The  grouped  results  for  all  of  you  taking 

the  survey  here  at _ will  be  used  to  understand  the  racial 

climate  and  to  develop  better  programs. 


H.  Sample  RAPS  Survey  Instructions  (for  Monitors) 

After  presenting  your  introduction: 

1.  Pass  out  the  survey  materials  starting  with  the  pencils,  then 
answer  sheets,  then  booklets. 

2.  Continue  as  follows: 

"Does  everyone  have  a  questionnaire  booklet,  answer  sheet,  and 
pencil?  Turn  to  the  first  page  in  the  booklet  and  find  the 
Survey  Information  Statement.  This  statement  explains  the 
purpose  of  the  survey,  that  participation  is  voluntary,  and 
the  use  for  the  information  obtained.  Read  the  statement 
now. " 

3.  After  the  subjects  have  read  the  statement,  ask  them  to  turn  to 
the  directions  on  the  next  page.  Ask  the  subjects  to  read  through 
the  directions  as  you  read  through  them  out  loud. 

4.  After  going  through  the  directions,  tell  the  subjects  that  they 
can  begin  and  that  if  they  have  any  questions  they  should  raise 
their  hand  and  someone  will  come  to  their  seat  to  help  them. 
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I.  Sample 


Monitor  Training  Agenda 


I.  First  Period 

A.  t  Introduction  to  the  survey  and  the  training  session 

1.  The  Survey  -  sponsor,  purpose,  ARI  involvement,  survey 
background,  survey  parts,  sample. 

2.  The  Training  Session  -  purpose,  schedule. 

B.  Sample  Administration  to  monitors 

1.  Introduction 

2.  Directions 

3.  Completing  the  survey  questionnaire 

4.  Collection 
II.  Second  Period 

A.  Duties  of  the  monitors 

1.  General  -  attitude  towards  survey  and  subjects,  outside 
contact  concerning  the  survey,  dress,  non-participation  by 
subjects,  reserving  facilities. 

2.  Sample  Rosters  -  who  will  maintain  them,  marking  them, 
people  not  on  them,  relation  to  master  roster,  turning 
them  in. 

3.  Introduction  and  directions  -  memorization  of  introduc¬ 
tion,  reading  directions,  modification  of  directions. 

4.  Passing  out  materials  -  types  of  materials,  order  of 
passing  them  out,  control  over  the  materials. 

5.  Collection  of  materials  -  order  of  collection,  control  of 
materials. 

6.  Turning  in  materials  -  materials  to  turn  in,  time  and 
place  to  turn  in. 

B.  Questions 

1.  Question  answering  -  tell  subjects  to  use  their  "best 
guess,  closest  feeling,"  sample  questions. 

2.  Session  impressions  -  statement  of  general  impression  of 
session,  impression  form. 


(continued) 
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III.  Third  Period 

A.  Introduction  practice  (in  small  groups) 

1.  Practice  introduction  -  each  group  member  gives  introduc¬ 
tion. 


2.  Criticism  and  further  practice  -  members  criticize  each 
others'  presentation,  members  give  further  practice 
introductions . 

B.  Question  practice  (in  small  groups) 


1.  Survey  questions  -  members  ask  each  other  questions  from 
survey  and  practice  answering. 

2.  Criticism  of  answers. 


IV.  Fourth  Period 


A.  Logistics 


1.  Assignment  to  sessions  -  scheduling  of  individual  monitors 
for  the  various  sessions. 

2.  Designation  of  head  monitors  for  each  session. 

3.  Scheduling  actual  pickup  and  return  of  materials. 


B.  Closure 


1.  Raising  any  questions  that  remain. 

2.  Closing  remarks  by  trainers. 


J.  Sample 


Monitor  Question  and  Answer  Sheet 


Use  this  question  and  answer  sheet  as  a  guide  to  answering  ques¬ 
tions  about  the  survey.  Tell  subjects  that  they  are  welcome  to 
pursue  any  question  further  with  the  project  staff. 

1.  Who's  sponsoring  this  research? 

This  research  is  being  conducted  at  the  request  of  the  instal¬ 
lation  commander. 

2.  Who  developed  this  questionnaire? 

A  civilian  contractor,  Human  Sciences  Research,  Inc.  developed 
the  questionnaire  a  couple  of  years  ago.  Since  then,  the 
questionnaire  has  been  field  tested  several  times  at  various 
Army  installations.  It  was  put  in  final  form  by  the  U.S.  Army 
Research  Institute  for  the  Behavioral  and  Social  Sciences  (ARI), 

3.  Who  is  going  to  see  the  results  of  the  survey? 

The  local  post  commander  will  receive  the  results  of  the 
survey.  He  will  determine  the  procedure  for  making  the  re¬ 
sults  available  to  interested  personnel. 

4.  Can  I  keep  the  questionnaire  booklet? 

No,  I'm  sorry.  We're  short  of  booklets  now,  and  these  book¬ 
lets  have  to  be  used  over  again. 

5.  What  can  you  do  if  I  lie  about  ray  answers? 

There  is  nothing  we  can  do  if  you  don't  answer  the  questions 
honestly,  especially  since  you  remain  anonymous.  However,  it 
is  very  important  that  we  have  your  opinions  since  you  repre¬ 
sent  about  15  other  soldiers  on  the  post.  You  have  been 
randomly  selected  so  that  your  opinions  also  stand  for  theirs. 
Further,  as  a  member  of  the  Army,  it  is  in  your  best  interest 
to  provide  accurate  information  so  that  the  programs  developed 
will  reflect  your  opinions  and  beliefs  too. 

6.  How  come  I  have  to  do  this  survey? 

You  have  been  randomly  selected  by  a  computer  to  participate. 

You  represent  about  15  others  on  the  post  so  that  it  is  impor¬ 
tant  that  you  let  us  know  what  you  feel  and  think. 

7.  Do  I  have  to  participate? 

Well,  we  can’t  make  you  respond  to  the  survey  in  an  open  and 
honest  manner.  However,  it  is  in  your  best  interest  to  let 
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the  Army  know  how  you  chink  mid  loci  mo  that  when  the  programs 
are  developed  yom  influence  will  he  felL.  Further,  your 
opinlonH  stand  for  about  15  other  soldiers  on  the  post  so  that 
If  you  don't  answer  honestly,  their  voice  Is  lost  too. 

8.  Why  arc  there  so  many  surveys  around  lute? 

Well,  is  an  important  post.  Tin  opinions  of  Lite 

men  here  are  important.  In  order  l:o  make  It  a  more  el  fee  Live 
organization  and  a  better  out!  it  to  work  with,  there  is  a  need 
for  more  information  about  the  feelings  and  problems  of  the 
soldiers  and  units  here. 

9.  What  Is  AR1? 

The  Army  Research  Institute  Is  a  research  organization  of  the 
Army  which  is  concerned  witli  the  behavioral  and  social  factors 
In  the  Army.  It  is  stafled  with  military  and  civilian  scien¬ 
tists  who  work  to  provide  accurate  and  up  to  date  information 
so  that  better  programs  and  policies  can  be  developed. 

10.  When  will  the  results  come  in? 

The.  information  on  the  attitudes  and  opinions  of  the  soldiers 
at  thin  post  will  be  available  to  the  post  commander  probably 
around  a  mouth  from  now.  He  should  he  contacted  it  you  are 
interested  in  seeing  them. 

11.  1  don't  like  the  response  alternatives,  can  1  write  in  what  1 
feel  on  the  answer  sheet? 

No,  just  try  to  pick  the  response  which  comes  closest  to  what 
you  think,  i.e.,  your  best  guess,  if  you  would  like  to  com¬ 
ment  further,  we  encourage  you  to  contact  the  project  staff. 

12.  How  i  an  1  ay  a  Black  l.t.  Colonel  expect  to  remain  anonymous? 

Well, (you  will  notice  in  your  survey  booklet  that)  all  officers 
0-4  and  above  are  placed  in  one  category  so  that  there  will  be 
a  number  of  officers  in  your  category.  WiLli  no  name  or  identi¬ 
fication  number  on  the  answer  sheet,  one  cannot  separate  out 
these  officers  from  their  group  as  a  whole. 

13.  What  is  this  survey  really  being  used  for? 

The  survey  is  a  standardized  questionnaire  that  has  been  used 
at  several  posts,  its  purpose  is  to  provide  accurate,  up-to- 
date  information  on  attitudes  and  perceptions  about  race  that 
are  held  by  soldiers.  The  informal  Lou  will  be  used  to  develop 


more  effective  programs  here  and  help  the  Installation  to  be  a 
more  satisfying  organization  to  be  associated  with  and  to  be 
more  elective  in  its  missions. 

14.  What  will  1  get  from  the  study? 

The  study  will  provide  information  to  be  used  in  the  develop¬ 
ment  of  better  programs  and  policies  from  which  you  ns  a 
soldier  will  benefit  both  directly  and  indirectly. 

15.  Can  I  see  the  results  of  the  survey? 

The  post  commander  will  receive  the  results  in  a  few  weeks. 

He  should  be  contacted  for  the  exact  procedure  for  looking  at 
the  results. 

16.  Who  decided  on  the  questions? 

The  survey  questionnaire  was  designed  and  tested  by  a  civilian 
contract  agency.  The  questionnaire  booklet  you're  using  today 
has  been  developed  and  tested  at  several  Army  installations 
and  conforms  closely  to  scientific  specifications  for  survey 
materials. 

17.  Is  there  any  way  ray  answers  can  hurt  me? 

No,  you  remain  anonymous  and  your  answers  remain  confidential. 
Results  will  be  presented  in  grouped  form  so  that  the  re¬ 
sponses  of  a  given  person  will  not  be  known.  The  answers  can 
help  you  through  the  better  programs  and  policies  thut  will  be 
developed  from  your  information. 

18.  Are  the  results  really  going  to  be  used  to  do  something? 

Yes,  the  results  will  provide  accurate,  up-to-date  information 
on  the  attitudes  and  opinions  of  military  personnel  so  that 
programs  and  policies  can  be  revised  and  made  better  to  serve 
you  and  the  installation. 
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K.  Sample  RAPS  Responses 
(Racial  Perceptions  Inventory) 

SCALE:  PERCEIVED  DISCRIMINATION  AGAINST  BLACKS  (PUB) 


Statement  Number 


3. 

5. 

6. 

7. 

10. 

14. 

16. 

23. 

24. 

25. 

32 

% 


(I*  2)_ 
% 


White  soldiers  and  supervisors  assume 
the  worst  about  Blacks  in  any  doubtrul 
situation. 

White  supervisors  pay  little  or  no  atten¬ 
tion  to  Blacks’  complaints  about 
discrimination  in  the  civilian  community. 

Harsher  punishments  (Articles  IS,  courts- 
martial,  etc.)  are  given  out  to  Black 
offenders  than  to  White  offenders  for  the 
same  types  of  offenses. 

Whites  who  supervise  Black  supervisors 
doubt  their  competence. 

Rlacks  get  more  extra  work  details 
tlran  Whites. 

The  Military  Police  in  the  Army 
treat  Blacks  worse  than  they  treat 
Whites 

Whites  act  as  though  stereotypes  about 
Blacks  were  true  (for  example,  all 
Blacks  are  lazy). 

Whites  have  a  better  chance  than  Blacks 
to  get  the  best  training  opportunities. 

Whites  assume  that  Blacks  commit  any 
crime  that  occurs,  such  as  thefts  in 
barracks. 


Whites  do  not  show  proper  respect  for 
Blacks  with  liigher  rank. 

White  supervisors  expect  Blacks  to  do 
poorly  on  any  jobs  other  than  menial 


(1*2) 

% 

12.0 

15.9 

23.7 

2.2 

26J 

13.7 

SJ 

26.3 

I0.S 

13  J 

7.9 


J1L 

% 

34.9 

38.4 

42.1 

34.1 

36.9 

45.6 

44.7 

34.2 

52.6 

45.9 

15.8 


(4*3) 


53.1  !  3.7 


I 

j 

45.7  j  3.5 

i 

i 

I 

• 

I 

i 

i 

34.2  '  3.2 

i 

i 

i 

63.7  |  3.7 

i 

I 

I 

36  £  I  3.2 


40.7  !  3.4 

i 

50.0  j  3.6 


36.9  !  3J 


40.6 


PPHP 


Whites 


Macks 


Statement  Number 

A 

*  cr 

f 

0  T 

£ 

S' 

A  ft 

v4V  / 

*  # 
<y 

4  f  $ 

£  / 

t  //  J 
£  4  v 

33. 

Hqual  opportunity  and  treatment  regu¬ 
lations  are  seldom  enforced. 

(1  A  2;  O) 

%  % 

61  4  25  9 

H*  5) 

% 

12.7 

2.4 

HA  2)  (3) 

%  % 

21.0  50.0 

HA  3) 

% 

29.0 

i 

3.1 

34. 

Whites  are  not  willing  to  accept 
criticism  from  Blacks. 
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18.7 

22.0 

2.6 

13.2 

36.8 

50.0 

33 

35. 

Whites  get  away  with  breaking  rules  that 
Blacks  are  punished  for. 

80.4 

13.2 

6.4 

i 

2.0 

21.6 

45.9 

32.3 

3.1 

38. 

Our  supervisor  picks  people  to  do  certain 
details  on  the  basis  of  their  race. 

86.3 

12.6 

1.1 

1.8 

35.1 

29.7 

35.2 

1 

39. 

On  this  installation,  Blacks  who  work 
hard  can  advance  as  fast  as  Whites  who 
work  just  as  hard. 

4.4 

13.2 

82.4 

4.0 

57.9 

34.2 

7.9 

1 

42. 

White  supervisors  assume  that  Blacks 
have  hidden  motives  when  they  ask  for 
something. 

56.1 

35.7 

8.2 

2.5 

54 

24.3 

703 

3.8 

44. 

There  is  racial  discrimination  against 
Blacks  on  this  installation. 

43.9 

374 

18.7 

2.7 

21.0 

36.8 

423 

33 

45. 

Whites  give  Blacks  good  reason  to 
distrust  Whites. 

96.5 

2.4 

1.1 

1.2 

34.9 

295 

35.2 

3.0 

47. 

A  Black  in  the  Army  must  do  more 
than  the  average  White  to  make  the 
grade. 

80.8 

12.6 

6.6 

2.1 

27.0 

32.4 

40.6 

3.2 

50. 

White  soldiers  and  supervisors  act  as 
though  Blacks  have  to  “cam  the 
right”  to  be  treated  equally. 

65.9 

24.7 

i 

9.4 

2.3 

13.1 

23.7 

63.2 

37 

52. 

Whites  accuse  Blacks  of  causing  trouble 
and  starting  fights. 

29.1 

39.0 

31.9 

10.5 

395 

50.0 

3.4 

55. 

In  my  unit,  Blacks  get  worse  jobs  and 
details  than  Whites 

79.1 

18.7 

2.2 

2.1 

29.0 

28.9 

42.1 

3.1 

56. 

Most  commanders  apply  the  military 
justice  system  fairly  to  Whites  but  not 
to  Blacks. 

72.5 

23.6 

3.9 

2.1  | 

13.2 

42.1 

44.7 

3.3 

t 
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SCALE.  ATTITUDE  TOWARD  RACI  AL  INTERACTION  (ATI) 


Whiles 


Uiacks 


Statement  Number 


4.  Blacks  were  better  off  before  this  inte¬ 
gration  business  got  started. 

13.  After  duty  hours,  soldiers  should 
stick  together  in  groups  made  up  of 
their  race  only  (Blacks  only  with 
Blacks,  and  Whites  only  with  Whites). 

17.  The  Army  needs  race  relations  programs. 

19.  it  might  be  a  good  idea  to  have  all-Black 
and  all-White  units  in  the  Army. 

20.  Trying  to  bring  about  racial  integration 
is  more  trouble  than  it’s  worth. 

28.  Blacks  and  Whites  would  be  better  off 
if  they  lived  and  worked  only  with 
people  of  their  own  races. 

30.  In  the  Army,  I  would  prefer  to  live  in 
quarters  that  are  mixed  racially. 

31.  If  my  unit  had  a  supervisor  of  a  race 
different  from  mine,  I  would  dislike  it. 

36.  In  my  opinion,  Blacks  and  Whites 
should  work  in  separate  groups  (all 
Blacks  in  one  group,  all  Whites  in 
another  group). 

37.  Blacks  and  Whites  should  mix  together 
“only”  while  they’re  on  duty. 

46.  It  would  be  a  good  thing  for  Blacks 
and  Whites  to  hang  around  together 
after  duty  hours. 

S3.  Calling  attention  to  racial  problems 
only  nukes  things  worse. 

58  A  Black  who  attends  an  all-Black 
school  is  better  off  as  long  as  it  is  just 
as  good  as  a  White  school. 

61  There  should  be  mote  close  fiiendships 
between  Blacks  and  Whites  in  tlw  Army. 
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15.8 
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63.  Blacks  sliouk'  stay  with  their  own  group 


71.8 
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RACIAL  PERCEPTIONS  INVENTORY 


Statement  Number 

2. 

9. 

15. 

18. 

22. 

26. 

40. 

41. 

54. 

57. 

60. 

62. 

64. 

67. 

65. 

69  Many  blacks  have  begun  to  act  as  if 

they  arc  superior  to  Whites.  2 1  0 

74 


I 
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40.1 

23.5 

2.9 

71.0 

23.7 

5.3 

2-‘  i 

36.3 

36.8 

3.1 

55.3 

26.3 

18.4 

2.4  i 

42.3 

20.3 

2.8 

| 

73.6 

23.7 

2.7 

1.9 

36.3 

13.1 

2.6 

76.3 

23.7 

0.0 

2.0 

31.9 

24.2 

2.8 

23.7 

47.4 

28.9 

2.9 

38.5 

28.5 

3.0 

42.1 

47.4 

10.5 

2.6 

25.3 

28.5 

2.7 

57.9 

23.7 

18.4 

2.4 

45.9 

26.4 

3.1 

63.2 

26.3 

10.5 

2.2 

28.6 

61.6 

3.6 

35.1 

29.7 

35.2 

3.0 

41.8 

22.5 

2.9 

57,9 

34.2 

7.9 

2.4 

32.0 

15.5 

2.6 

, 

76.3 

18.4 

53 

2.0 

38.5 

31.9 

3.1 

52.7 

34.2 

13.1 

l 

2.5 

35.6 

32.8 

3.0 

29.0 

39.5 

i 

31.5 

30 

37.9 

25.3 

2.9 

29.0 

28.9 

42.1 

3.1 

40.1 

14.3 

2.6 

55.3 

36.8 

7.9 

2.4 

31.3 

457 

3.3 

39.5 

39.5 

21.0 

2.S 

S(  ALE:  FEELINGS  OF  REVERSE  RACISM  (FUR) 


Whites 


Blacks 


With  the  same  education  and  skills. 
Black  soldiers  get  better  treatment  than 
Whites. 


C  .  *v 
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1 1  *  2; 


36.2 


If  things  continue  the  way  they  arc  going, 

Blacks  will  get  more  than  their  fair  share.  26.9 

Blacks  are  trying  to  get  ahead  too  fast.  37.4 

Blacks  get  extra  advantages  on  this 
installation.  50.6 

There  is  racial  discrimination  against 

Whites  on  this  installation.  43.9 

Blacks  in  the  Army  are  not  interested 

in  how  Whites  see  things.  33.0 

Some  Blacks  get  promoted  just  because 

they  are  Black.  46.2 

Black  power  is  a  dangerous  thing.  27.7 

Blacks  frequently  cry  "prejudice" 

rather  than  accept  blame  for  personal 

faults.  9.8 

The  reason  Blacks  stick  together  is  to 

keep  out  Whites.  35.7 

Blacks  get  away  with  breaking  rules 

that  Whites  are  punished  for.  52.5 

Blacks  assault  Whites  just  because  the 
they're  White.  29.6 

Blacks  are  not  willing  to  accept 

criticism  from  Whites.  3 1 .6 

Blacks  don't  take  advantage  of  the 
educational  opportunities  that  are 
available  to  them  36.8 

Blacks  give  Whites  good  reason  to 

distrust  Blacks.  45.6 
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RACIAL  PERCEPTIONS  INVENTORY 


SCALE  RACIAL  CLIMATE  (RC) 

Whites 


Blacks 
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Statement  Number 
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PERSONAL  EXPERIENCES 


Whites 


Hl.ichs 


Others 
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Statement  Number 
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(14  1) 
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(1  4  V  (31 

(4*5) 
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(**i) 

% 

% 
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7c 
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7c 

I  understand  the  feelings  of  people 
of  other  races  better  since  I  joined 
the  Army. 

25.3 

20.3 

54.4 

3.4 

7.9 

15.8 

76.3 

3.9 

9.3 

42.9 

47.8 

3  S 

In  the  Army,  I  would  prefer  to  live 
in  quarters  that  are  mixed  racially. 

18.8 

34.3 

46.9 

3.3 

5.4 

24.3 

70.3 

3.8 

22.0 

23.6 

54.4  ! 

3  4 

If  my  unit  had  a  supervisor  of  a 
race  different  from  mine,  I  would 
dislike  it. 

82.4 

14.3 

3.3 

2.0 

71.1 

28.9 

0.0 

2.1 

85.7 

11.0 

3.3 

2.0 

1  like  people  of  other  races  more 
since  1  joined  the  Army. 

22.3 

37.2 

40.5 

3.2 

15.8 

39.5 

44.7 

3.4 

18.8 

34.3 

46.9 

3.3 

I 

On  this  installation,  l  have 
personally  felt  discriminated 
against  because  of  my  race. 

68.1 

22.5 

9.4 

2.3 

21.0 

36.8 

42.2 

3.3 

56.1 

35.7 

8.2 

2.5 

At  stores,  bars,  theaters  and 
restaurants  in  the  civilian  com¬ 
munity,  l  have  been  treated 
disrespectfully  because  of  my 

l 

race. 

80.7 

16.5 

2.8 

2.0 

13.1 

23.7 

63.2 

3.7 

65.8 

24.7 

9.5  |22 
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INCIDENCE  OF  DISCRIMINATORY  BEHAVIORS  (I DH) 
CONTENT  AREA:  RACIAL  HARASSMENT 


How  of  ton  does  this  action  occur  on  this  installation7 


Statement  Number 


104  1  hear  Whites  on  this  installation  refer  to 

Blacks  as  ‘‘nigger,’’  “coon,"  etc. 

1  OB  1  see  Whites  at  this  installation  harassing 
or  excluding  Blacks  from  facilities  open 
to  all. 

102  I  see  Blacks  on  this  installation  harassing 
or  excluding  Whites  from  facilities  open 
to  all. 

HO  i  hear  Whites  on  this  installation  refer  to 
Blacks  as  “boy.” 

9 1  I  hear  Whites  on  this  installation  using 
expressions  such  as  “work  like  a  nigger," 
“free,  white  and  2 1 ,”  etc. 

99  I  see  Whites  on  this  installation  asking 
that  they  be  treated  better  than  Blacks. 

72  I  see  Blacks  on  this  installation  asking 
that  they  be  treated  better  than  Whites 

78  l  hear  Whites  telling  racist  jokes  about 
Blacks 

7 1  I  hear  Whites  on  this  installation  nuking 
insulting  remarks  about  the  hairstyles, 
music  or  food  preferences  of  Blacks 

9  7  I  hear  Blacks  on  this  installation  refer  to 
Whites  in  sueh  terms  as  “honky,"  “rabbit,” 
or  “beast 

111  1  hear  Blaeks  telling  racist  jokes  about 

Whites 

82  I  hear  Blacks  on  this  installation  making 
insulting  remarks  about  hairstyles,  music 
or  food  preferences  of  Whites 

89  I  hear  Whites  at  this  installation  refer  to 

Blacks  as  “those  people,"  or  “your  people  ” 
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INCIDENCE  O!'  DISCRIMINATORY  BEHAVIORS  (IDB) 


CON  TENT  AREA:  SYSTEM  TREATMENT 


109 


93 

106 

107 

73 


75 

79 


81 


85 


How  often  does  this  action  occur  on  this  insOijJkijjmi? 
Whites  Blacks 


Statement  Number 


I  see  Blacks  receiving  discriminatory  treat¬ 
ment  at  military  facilities  (such  as  the 
exchange,  commissary,  or  service  club). 

I  see  Whites  getting  away  with  breaking 
rules  that  Blacks  are  punished  for. 

I  see  Blacks  assigned  to  less  desirable  living 
quarters  than  Whites  of  the  same  grade. 

I  see  Blacks  getting  away  with  breaking 
rules  that  Whites  arc  punished  for. 

I  see  Whites  who  work  in  offices  like 
finance,  disbursement,  or  transportation 
providing  Whites  with  better  service  than 
they  provide  Blacks. 

I  see  Whites  assigned  to  less  desirable 
living  quarters  than  Blacks  of  the  same 
grade. 

I  see  Blacks  who  work  in  offices  like 
finance,  disbursement,  or  transportation 
providing  Blacks  with  better  service  than 
they  provide  Whites. 

1  see  Whites  receiving  discriminator)’  treat¬ 
ment  at  military  facilities  (such  as  the 
exchange,  commissary  or  service  club). 

I  see  Whites  wearing  ID  bracelets,  while 
Blacks  are  not  allowed  to  wear  “slave” 
bracelets  (symbolic  Black  unity  wrist¬ 
bands). 


61.1  26.9  9.1  25  0.0 

50.0  32.2  16.7  1.1  0.0 

64.9  236  10.3  I.l  0.0 

40.3  30.9  23.7  4.6  0.6 

37.2  38.9  22.2  I.l  0.6 

64.4  23.9  10.6  1.1  0.0 

37.4  30.2  29.1  2.8  0.6 

54.4  26.1  16.1  2.8  0.6 

51.1  30.6  13.9  3.3  1.1 


1  1 

1.5 

46.9  21.9  2S.0  3.1  3.1 

1.9 

1.7 

25.7  14.3  25.7  25.7  8.6 

2.S 

1.5 

42.4  30.3  21.2  6.1  0  0 

19 

1.9 

61.8  14.7  14.7  8.8  0.0 

1.7 

1.9 

31.4  28.6  25.7  11.4  2.9 

2.3 

1.4 

60.0  25.7  14.3  0.0  0.0 

1.5 

2.0 

42.9  225  25.7  5.7  2.9 

2.0 

1.7 

64.7  11.8  17.6  2.9  2.9 

1.7 

1.7 

34.3  14.3  8.6  20.0  22.8 

2.8 
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INCIDENCE  OF  DISCRIMINATORY  lU-IIAVIORS  (1DB) 


CONTENT  AREA.  SUPERVISORY  TREATMENT 


Statement  Number 


How  often  does  this  action  occur  on  this  installation? 
_ Whites _  Blacks _ 

as  /  & 

£  ^  ix  >  ^  A  ^  ^  Jo 

l  $  <£  l  /  y  /  / 


(I)  (2)  (i)  (4)  (5)  (I)  (2)  (3)  (4)  (J, 

%%%%*.  %  «  *  %  % 

I  see  White  supervisors  assigning  Blacks  to  . 

worse  work  details  than  they  do  Whites.  54.9  34.3  t0.9  0.0  0.0  1.6  28.6  25.7  31.4  14.1  0.0  2.3 

I  see  White  supervisors  applying  the  Uniform 
Code  of  Military  Justice  (UCMJ)  and 
Military  Regulations  differently  to  Blacks 

than  to  Whites.  54.4  27.8  14.4  2.8  0.6  1.6  37.1  20.0  17.1  14.3  11.4  2.4 


I  see  Black  supervisors  on  this  installation  { 

applying  the  Uniform  Code  of  Military  I 

Justice  (UCMJ)  and  Military  Regulations  I 

differently  to  Whites  than  to  Blacks.  56.3  30.7  12.5  0.6  0.0  1.6  50.0  26.5  14.7  8.8  0.0j  1.8 

I  see  White  supervisors  making  it  easier  j 

for  Whites  to  go  through  the  chain  of 
command  to  present  a  complaint  than 

they  do  for  Blacks.  53.9  31.113.3  0.6  1.11.6  28.6  17.1  31.4  17.1  5.7  2.5 


49.2  35.8  12.3  1.7  1.1  1.7  22.9  22.9  31.4  22.9  0.(W  2.5 


I  see  White  supervisors  pass  Blacks  over 
for  training  opportunities  for  which  they 
are  qualified. 


I  see  Black  supervisors  assigning  Whites  to 

wow  work  details  than  they  do  Blacks.  52.0  33.7  13.1  l.l  0.0  1.6  52.9  29.4  17.6  0.0  0.0  1.6 

I  see  White  supervisors  paying  more 
attention  to  the  requests  or  suggestions 

of  Whiter  than  they  do  to  those  of  Blacks.  46.4  34.6  16.2  2.2  0.6  1.8  14.3  25.7  28.6  28.6  2.9  2.8 

I  see  White  supervisors  giving  Blacks  less 
credit  for  good  performance  than  they 

give  to  Whites.  42.8  35.6  19.4  1.7  0.6  1.8  j  22.9  25.7  25.7  20.0  5.7  2.6 


53.4  28.7  16.1  l.l  0.6 1 1.7  \  50.0  37.5  9.4  3.1  0.0  1.7 


1  see  Btack  supervisors  on  this  installation 
giving  Whites  less  credit  for  good 

performance  than  they  give  Blacks. 


I  see  Black  supervisors  making  it  more  |  | 

difficult  for  Whites  to  go  through  the  i  j 

chain  of  command  to  present  a  complaint  |  • 

than  they  do  for  Blacks,  54.7  34.1  11.2  0.0  0.0  1.6  j 50.0  29.4  14.7  2.9  2.9;  I  S 


79 


CONTENT  AREA  SUPERVISORY  TREATMENT  (Continued) 


How  often  does  this  action  occur  on  this  installation? 


SO 


100 


94 


74 


88 


90 


Whites 


Blacks 


^  /  t, 


Statement  Number 


/////////// J 


**  /  .v  Ps  £ 
$ 


Ol  (2)  (J)  (4)  (5) 
%  %  %  %  % 


( 1 )  Ol  (31  (4\  (5) 
%  %  %  %  % 


I  see  Black  supeivisors  pass  Whites  over  for 
(raining  opportunities  for  which  they  arc 

qualified.  50.0  29.4  17.8  2.8  0.0 

I  see  Black  supervisors  judging  the  work 
of  Whites  in  a  different  way  than  they  do 
for  Blacks  46.0  36.4  17.6  0.0  0.0 

1  see  Black  supervisors  paying  less 
attention  to  the  requests  and  suggestions 
of  Whites  than  they  do  to  those  of 

Blacks.  50.3  33.5  14.5  1.1  0.6 

I  see  White  supervisors  looking  more 
closely  at  the  work  of  Blacks  than  at  the 

work  of  Whites.  38.9  37.2  20.0  2.8  1.1 

I  see  White  supervisors  judging  the  work 
of  Blacks  in  a  different  way  than  they 

do  for  Whites.  38.5  38.0  20.7  1.7  1.1 


I  see  Black  supervisors  looking  more 
closely  at  the  work  of  Whites  than  at 
the  work  of  Blacks. 


46.6  35.4  16.9  1.1  0.0 


l 


1.7 


1.7 


1.7 


1.9 


1.7 


48.6  25.7  20.0  2.9  2.9 


50  0  26.5  17.6  5.9  0.0 


37.1  31.4  22.9  5.7  2.9 


25.7  20.0  28.6  20.0  5.7 


20.0  14.3  40.0  22.9  2.9 


1.7,42.9  31.4  20.0  5.7  0.0' 1.9 


1.9 


1.8 


2.1 


2j6 


2.7 
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INCIIH  NCI-  OF  DISCRIMINATORY  UbltAViuKs  iilmw 

CONTENT  AREA  SI  1 1  SEGR l  CATION 

I  low  nt'irii  does  this  action  occur  on  this  installation? 


Whites  Blacks 


(‘I 

P) 

P) 

(■» 

P) 

(i) 

Pi  P) 

W  P) 

% 

Vo 

Vo 

% 

Vo 

Vo 

Vo  % 

%  Vo 

70 

Whites  on  my  job  stick  together 

7.2 

16.7 

36.7 

32.8 

6.7 

j  3.2 

5.6 

5.6  33.3 

33.3  22.2 

3.6 

92 

Blacks  on  my  job  stick  together 

11.8 

15.7 

39.3 

24.2 

9.0 

1 3.0 

21.1 

12.1  30.3 

21.2  15.2 

3.0 

87 

During  off-duty  hours,  1  see  Blacks 
spending  time  with  just  Blacks. 

2.2 

6.2 

28.7 

44.9 

1S.0 

I 

3.7 

5.7 

20.0  22.9 

31.4  20  0 

3.4 

98 

During  off-duty  hours.  1  see  Whites 
spending  time  with  just  Whites. 

2.3 

8.5 

33.9 

37.9 

17.5 

3.5 

8.8 

20.6  14.7 

41.2  14.7 

3.3 
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DEMOGRAPHIC  CHARACTERISTICS 


112  Race- 

Whites 

-  78.3%  (N  =  783) 

Blacks 

-  18.1%  (N  a  181) 

Others 

3.6%  (N  *  36) 

Whites  Blacks 

%  % 


113 

Age;  Nineteen  years  or  less 

8.8 

13.0 

Twenty  to  twenty  three  years 

31.3 

42.2 

Twenty-four  to  twenty-nine  years 

30.8 

18.4 

Thirty  years  or  over 

29.1 

26.4 

114 

Sex:  Male 

94.5 

97.4 

Female 

5.5 

2.6 

115 

Rank;  El  -  E4 

47.5 

57.9 

E5-E6 

28.8 

29.0 

E7-E9 

8.8 

10.5 

O 

i 

< 

o 

0.0 

0.0 

01-03 

95 

2.6 

04  or  higher 

5.4 

OX) 

116 

1 

Highest  grade  completed  in  school: 

Less  than  high  school  graduate 

3.8 

10.5 

High  school  graduate  or  G.E JD. 

40.7 

56.9 

Some  college 

33.6 

28.9 

College  degree 

17.0 

3.7 

Advanced  college  work  or  degree 

4.9 

0.0 

117 

How  long  have  you  been  on  active  duty? 

Less  than  one  year 

9.4 

10.5 

One  to  three  years 

39.0 

42.0 

Four  to  nine  years 

25.8 

21.1 

Ten  to  fifteen  years 

13.7 

13.2 

Sxteen  years  tr  t*ore 

12.1 

13.2 

118 

During  your  off-duty  hours  now,  how  often  do  you 
have  close  personal  contact  with  people  of  other  races? 

Daily 

46.1 

75.0 

Weekly 

26.4 

II. 1 

Monthly 

14.3 

2.8 

Never 

13.2 

II. 1 
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L.  Survey  Information  Statement 


The  purpose  of  this  survey  is  to  obtain  objective  information  on 
the  racial  attitudes  and  perceptions  of  installation  military  personnel 
in  order  to  aid  the  commander  in  developing  his  programs  to  eliminate 
racial  discrimination  and  promote  racial  harmony.  The  results  will  be 
used  specifically  (1)  to  assess  how  well  the  programs  are  working 
overall;  (2)  to  determine  where  special  actions  need  to  be  taken;  (3) 
to  determine  the  level  and  distribution  of  resources  needed  for  the 
programs;  (4)  and  to  assess  changes  over  time. 

All  survey  respondents  have  been  selected  randomly  and  will  remain 
anonymous.  Completing  the  survey  questionnaire  form  is  voluntary. 
Installation  personnel  are  conducting  the  survey  by  order  of  the  instal¬ 
lation  commander  who  is  responsible  for  the  generation,  use,  and  dissemi¬ 
nation  of  results. 


M.  Fortran  Computer  Program 


The  following  FORTRAN  language  computer  program  to  score  the  RAPS 
results  was  written  and  tested  by  the  ll.S.  Army  Research  Institute  for 
the  behavioral  and  Social  Sciences  at  the  Presidio  of  Monterey  Field  Unit. 
The  program  is  designed  to  fit  precisely  with  the  questionnaire  statements 
as  they  appear  in  Appendix  R.  Note,  however,  that  in  this  computer  pro¬ 
gram  the  response  code  sequences  begin  witli  zero  (0)  instead  of  one  (1). 
Thus,  for  example,  RPI  item  responses  of  A,  B,  C,  D  and  E  are  coded  as  0, 

1,  2,  3,  and  4  rather  than  as  1,  2,  3,  4,  and  5  as  indicated  in  Chapter  8. 

While  this  FORTRAN  program  is  designed  for  computers  accepting  the 
FORTRAN  language,  analysis  of  results  can  easily  be  accomplished  through 
the  use  of  standard  software  programs  such  as  The  Statistical  Package  for 
the  Social  Sciences  (SPSS).  At  certain  installations,  it  might  be  practical 
to  ''ontract  out  the  analysis  to  a  local  computer  contractor  or  nearby  col¬ 
lege  with,  for  example,  an  SPSS  capability. 


a 


€> 

& 


v 


l 

c 


#EO*R  *GUY.SEGI 
READ-ONLY  MODE 
CASE 
ED  1 
EDIT 
01 


G 


J 


UPPER 

ASSUMED 

5. 00-09/23/77- 13|36|31-U,) 

11// 

EXEC  EORTCl.G 

- 

?l//FORT,$YSIN  OD  * 

3lC***9 

***** 

<MC* 

12  MAY  1975 

**♦* 

S  i  c* 

* 

6IC* 

RAPS  PROGRAM 

♦ 

7 1 C* 

PROGRAMMER 

HiC* 

GEAR  8  BIGLER 

9 1  C  * 

BLO  2903  APT,  C 

+  D 

IOiC* 

FORT  OHD  CA, 

93943 

lltC**** 

***** 

1 2 1 C* 

* 

1 3 !  C* 

IF  ANSWER  SHEET  IS  KEYPUNCHED  FOLLOWING  FORMAT  MUST 

HE  USED 

* 

1  4  J  C* 

QUESTION  NOT  ANSWERED  *  QLANK 

i5:c* 

SEQUENCE  NUMUEH  PUNCH  AS  IS  (NOT  USED  FOR  ANALYSIS) 

* 

1 6  1  C* 

SEX  MALESO  EEMALEsl 

1 7 1 C* 

RANK  E  1  =  1  *  E2s2,...  ...*07*20 

* 

lPtC* 

RACE  Ai.  EUT*  1  *  AMERICAN  INDIAN*2* . ,*0THER*15 

* 

19:C* 

QUESTIONS  ON  EACH  CARD 

* 

20  :C* 

AxO  *  Bel*  Cs2,  ECT 

* 

21lC> 

SEQUENCE  NUMBER*  SEX*  RANK*  AND  RACE  ON  FIRST  CARD 

ONLY 

* 

22ir* 

* 

23tC* 

AGE*  EDUCATION,  ACTIVE  DUTY*  AND  RACE  CONTACT 

* 

20  sc* 

ARE  KEYPUNCHED  THE  SAME  AS  THE  QUESTIONS 

* 

25ir**** 

**** 

2MC* 

DATA  IS  oppSENTED  ON  CARDS  BY  RESPONDENT 

* 

27 :  C* 

the  format  is  as  follows 

* 

?P:C* 

CARO  ONE 

2<»«r* 

COLUMN  1-4  IS  SEQUENCE  NUMBER  (SUBJECT  NUMBER) 

30  1 

5  -  74  IS  ITEMS  l  -  70 

31 1 C* 

* 

3?tC* 

CARD  TWO 

3?i  :* 

COLUMN  l  -  4  SEQUENCE  NUMBER 

34 1 C* 

5  -  54  ITEMS  71  -  lift 

3S{C» 

* 

36  «C* 

* 

37 1  C***» 

***** 

3BlC* 

AFTER  THE  LAST  DATA  CARO  HAS  BEEN  READ  ADD  TWO  CAROS 

* 

3°:  c* 

THE  FIRST  uuST  BE  BLANK 

♦ 

40  :C* 

THE  SECOND  CARD  MUST  HAVE  A  191  IN  COLUMN  80 

one* 

* 

<i?«C**** 

***** 

ti  3}T.* 

PROGRAM  REDUCTION  REQUIREMENTS 

* 

<l«lC* 

1.  TOTAL  NUMBER  ANSWERING  EACH  QUESTION  (NO  OUTPUT) 

* 

os»e* 

2,  TOTAL  *Ui -her  STKONGIY  DISAGREE 

* 

4MC* 

3.  TOTAL  NUMBER  DISAGREE 

* 

4  7 1 C  * 

4.  TOTAL  number  neither 

* 

4*»C* 

S,  TOTAL  NUMBER  AGREE 

♦ 

0  9  1  C  * 

6,  TOTAL  NUMBER  STRONGLY  AGREE 

♦ 

50 1 C* 

7.  PERCFNTS  FOR  2-6 

* 

sue* 

B.  PERCENTS  OF  EACH  RACE  ANSWERING  QUESTION 

* 

/'  **\ 

V 


5?!C» 

?9!C*< 

55, C» 

56, r;» 

57 ,  C  * 

•:  ft  r  0  » 

fO.f* 

f'O  !  C* 

M1C“ 

6?s 

6?r 

64'» 

65t 
6*  | 

67 » 
c  8  l 

69, 

70, 

71  I 
72 1 
ni 
7 'll 
7  S  | 

76! 

77  j 
7«? 

79! 


9.  *  6  I  a  H  T  C  D  4VCRAGC  EACH  race  , 

*  * 

AU  DATA  O’tE  ST  I ONS  ARE  SUITED  FOR  THE  FOLLOW  INC  RACES  » 

1  ,  U I .  A  C  H 
2*  SPANISH 
3.  WHITE 

9.  OTHER 

PEil  *1  R  ACF  1  *  OST IN  *  MFOl t  Hf  02 
DIMENSION  <JSTI  V(t  )«3,  l  9) ,  TOATA  ( 1 1  t ) 

DIMENSION  ICNTnil./O.IDlSt  Y(  11 1.4),  10IS<111,4),  m  THRU  l  1,4), 

1  lACHEtmi.H),  TACI  Y(tlt,4) 

DIME  NS  row  OISLYdl  1,4)  ,0T$(  I  1  1,4),  ANE  THR(  1  1 1  ,4)  , 

1  AGRFr  C 1 1 1  »  9)  ,  Af!|  Y(  1 1  1 ,  4) 


DIMENSION  TRACf  C  T  S j  »RACH1S)» 

1  I*(;E(9)  *Ar.E(4), 

*  ISEM2)  ,SEX(2), 

3  I  <  X C <S )  »  I  A  N  <  1 6 )  * 

9  IED(5)  *ED(5) 

DIMENSION  IT!  ME  (31  fTTHE(*>)» 

6  l C N T  A T  ( .’J T  tCUTAT  (4)  » 

7  lRKRt(6.<n  »RKRE(6,4) 

0 1  MEN'S  T  0*1  IPOD  (  24 ) ,  I  ,\  T  I  (  1  S  )  .  IE*RR(  J6)  *  IRC(  12)  » 

1  IPS(6)  ’  I«M(13),  IST(9)tISU1(l0),IS5(<O.  R  A  C  L 1  ( ! 

DATA  TP0f^'*^6;7»  JO,  l/l,  16,23,29, 2S,  32,  33,34,35,311,  39,42,44,43,  47, 

DATA  .*  A  TJ/4, 13, 1M  9, 20,26,30,3 1,36,37,46,53,5(1, 61,63/ 

^nr /«  I”*22,26,9°  ,91  ,S,|,b7,6°,62,6/i,67»6fl,fa9/ 

DATA  IRL/1  ,6, 11  ,  l?,2l  ,2  7, 29,93,90,99,  Si  ,*j9/ 

Dat,«  ioe/j  ,  ,36,31  ,<lD.ftS,66/ 

DATA  I9H/1J4,  109,102,  111),  91, 99, 72, 71, M,  97,  111,  02,89/ 

DATA  m/l  09,93.106.107,73,7S,79,81*Hb/ 

DMA  » 00,86,76. 1°1 ,96,80, 10  3,99, 74,86,90/ 

DA  A  RACE  1 / !  tU  ACh  I » J SP AN J S M ! ♦ I WH I TF  I.IOTHER  1/ 

DATA  TSS/70«92.H7,98/  • 

DIME  N$YOv  IRPT/9) .HEP!  (9,0), HE 02(6, 10) 

DA  -  a  U-pt  /24 , 1 5 ,  *6. 1? ,  6 , 1 .3 , 9 , 1 6 . 4/ 

DIME  NS  ID  A’  IRE>  (  7)  ,RPT  (C  .4)  ,  a  Vf  1  (7, 9) 

DA" A  TrEv/39, 17, 30, 46,61,8,3)/ 

C  IMF  NS  10*'  DATA  /  J  J  i)  ,Tf  FT  (6)  ,01  (2)  ,02(2)  ,N(6) 

DATA  TEST/!  :,:0  :  ,  t  1  !  ,  tr.  1,13  !,|4  1/ 

DATA  N/0,1 ,2, 5.9,5/ 


Oft,  c 

CLEAR  BUFFERS 

99  *c 

100| 

DO  10  IS  l 

*111 

ion 

0  3  10  .Is  t 

,4 

l  02  1 

ICnt(I,J)  s 

0 

103| 

I D I  S|  Y  ( I  ,  ,J  ) 

s  0 

109  1 

JPIMJ.J)  c 

0 

1051 

INI THR( I , J) 

=  0 

106J 

I  AGREE.  (1,.)) 

!*  0 

107, 

lAfiLYd.J) 

»  0 

1CP  l 

OISLYdt  JJ 

s  0 

4 

‘.V“ 


l*MC 

U7tC 

I6*tc 
16*1 
170i 
'.71  *100 
172*101 
'.7X.c 

17ii  iC 

!  7S»C 
17f.*?00 
?.77» 
!7>*-?03 

#  TO  • 

i  /*  r  •  r 

:>»i  rC 

i^vr 


lao-i^io 
ta'i  *c 

!*6lC 

1.57»C 

1A«! 

IP*» 

1  o'*  ? 

»<M  « 

1010 

l*'t 

:c,,MC20 

l**?! 

}C(.  • 

1  °7  j 

i^* 

I  *5°  *  1030 

;»oor 

?0*.  1 10*10 
?02lC 
203 1 C 
.23 'UC 
20*1 
2361 
2371 
?C"i 

20?>  1 110 
2)0*1120 
21)  , 

212i 

213# 

21  ft 
21St 

2:m 

?r»i 

2l«t 

21<M2000 
22OI200J 
221 1 

2?2i2(102 


PF»r  flAPS  POrsriONS  INTO  ARRAr  FROM  CARDS  CTWO  PEN  QUESTION) 


DO  101  I  a  1,111 
HMf>  C5»>00)(QSTIN(I»J),Jbi,1S) 

rORHmiPAS./»SA«,«0X)  1 

CnN*TNUF 


REAP  the  next  SET  of  oata  THREE  CARDS  per  respondant 


CONTINUE 

. 


*'*S  AU  OaTA  been  read  and  processed 


r *•  f  Iu <» S T~0 121  0,0000,210 
CONTINUE 


CHANr.,  AE.F  AND  RACIAL  CONTACT  FROM  ALPHA  TO  NUMERIC 


00  1020  1*1,2 
00  ! 02?  .1*1,6 

Ir(TE5Tf,n  .FQ.D2(I) )  GO  TO  1010 
*30  TO  1026 

TFfI.ee. I)  ITSCH  a  N(J) 

»F(r.E0,2)  IIOUTY  a  N(J) 

CCNTtnl'F 

*■*  10*10  r*!i2 

D*  1C  4  0  .1*1,*? 

TFfTESTfJ)  .EQ.Didjj  GO  TO  1030 
GO  TG  'O*io 

TFfI.ro. i)  1 1  AGE  CH(J) 

TC  C I  •  EQ.21  IIFRCT  *  NU) 
continue 


CHaiGE  QUESTION  DATA  TO  NUMERIC  0l23«5 


00  112"  1*1,111 
HO  1120  .1*1,6 

Tc f TCSTf jj .EO.daTA(I) )  GO  TO  1110 
GO  TO  t«2n 
in*TA(n  *  N(J) 

fowti/hue 

IFfITSCM  .EG.O)  GO  TO  2000 
IFflligr  ,E0.«)  GO  TO  2000 
JFfllSCy  ,EQ,0>  Go  TO  2000 
iF  (IZF.ANK.ro.O)  GO  TO  2000 
TFf I  IRaCE.EQ.O)  GO  TO  2000 
tF(H0UTv.|-o,9)  go  TO  2000 
TF( IlfRCT ,EQ,0)  GO  TO  2000 
GO  TO  2002 
W«ITE  (6,2001)  ISFO 

r"R;o,i:;’'"“"x",M"Esp<’N»‘NT  »«  *"  *«»«»  ■*"«»«<.„£  ur> 

CONTINUE 

e  n 

c  a 
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a  i 


•  I  in  I  II  ■  —jin  .  J 


j>2i*e 

2’«tC 

??*lC 

2?MC 

227l 

??e? 

?’9'211 

2301212 

2311213 

232i21<4 

2S3t2t5 

2  3  U  ?  2 1 6 

2.3W17 

23MC 

237 » C 

?3f*f: 

230 : 

?u r  • 

J  • 

2<-3f 

ii.'i! 

'lib'  310 

?*7- 

2'tAiJll 

?*»«! 

?S0t3i2 

?51  t 

252*  313 

?r>  3  • 

?5«»3l<» 

2*5.3!*; 

2*7. ?jA 
25F.219 
2c«f?2C 

?(■  n??\ 
?*■ !  r222 
?<t?r  223 
2b3tr 
?»>/4»r 

24-5  :r. 

2'**l22‘» 
?67 » 225 
Pbfll 
?<OT?30 
270j2<4C 
?7»  • 

27?  ?  250 

?7Jt?bC 

27R.27C 

275i?«C 

?7».) 

27729C 

*7*  *  3 0 C 

?7<>j 


O  o 

oo  ▼nr,  pfoooraphic  counters  first 

IT0TA1  is  COUNTfcH  FOR  TOTAL  NUMBER  RESP0NDANTS 

TTOTAI  b  TTOTAL  ♦  1 
TF  rTIRACE5?l?»?l?i2ll 
IR/CE(TIRACE)  ■  TRACE ( I IRACE)  ♦  1 
tF  (IlA''.n2l‘**2l4,2t3 
t  AGE  (II  AGE )  ■  I  ASF.  ( 1 1  AGE)  ♦  1 
IF  (TISEX)2l6.216.21S 
ISEXfllSEX)  =  ISEX(IISFX)  ♦  l 
IF  (I!HAMK)2t«f21S*217 
CONTINUE 

RAHii  CATF.r.ORIFS  REDUCER  TO  6  GROUPS 

J  F  {  1  I  RA  NK  »l.f  .<*)  GO  TO  310 
TFfllRANK.l.t.b)  GO  TO  311 
lc  (URANK.Lr.O)  GO  TO  312 
IF ( IIRANK »U* • 1 3)  GO  TO  313 
TF  UIRANF.U.tO)  GO  TO  !il 4i 
I  IRAK'Ksb 
GO  TO  315 
ITHaVK  s  . 

GO  TO  315 
IIRANK»2 
CO  TO  315 
ITRANKkI 
no  TO  315 

IIRANKbO 
C.O  TO  315 
I  TRANK *5 
CONTINUE 

TMANKdlPANK)  m  IRASK(IIRANK)  ♦  1 

IFf :i?f U)?20. 220,219 

lEOCIISCM)  *  JFP(IISCM)  t  i 

IF  ( rrOUTV)2??,2??,?21 

IT IMF ( 1 TOUTY?  *  ! TIME ( I X OUT V 3  ♦  l 

IF  (IJF «CT)??R.?2«.?23 

ICNTAT(TTFRCT)  b  If NT AT( I IFRCT)  ♦  1 

RACE  CATFOOKIFS  REDUCER  TO  FOUR  GROUPS 

IF  (IHACF  -3)230.225.230 
IFI.G  =  1 
CO  TO  300 

I F ( I  IR ACE  —  5)250*290.250 
IFLG  c  2 
GO  TP  300 

TPfITHArC-i 1)200.200* 2h0 

lF(llRArc-12)?70.2R0.270 

’F(:iRACt-lR)290.2«0»290 

I flo  *  3 

r.o  to  3oo 

iFi.n  *  « 

CONTINUE 

1RKRE ( I IPANK . lFLO)  *  IRKRE ( I IHANK* IFLG)  ♦  l 

♦  o 
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<b 


c 


;  P  f' f. 
‘f‘P\  >r 

.rv»ic 

?**! 

?6*130C 

?et! 

?p?t 

?cr  i 


?  <*.»,•} 


:  v  t 


X.'P-r 

7f  x :  c 

7 <•#  -coos 

7 ' 7 : 


•  e  v  i  o 


x;p 

x,*o 
1 1 
Ml: 

•  !?• 

5’.3|0);>O 

3Ht 

■<! 

XI  *. » 

X)  7  I «AJ0 
.XJP, 

XJOt 

??«* 

??1  I 

x??r P^ao 

3?x,r 

7?<>rc 

??MC 
??7r 
*;pm  j 
33<>» 

33'u  Aoaj 
.111  • 


r> a  r a  HfDucTinN 


?« 1 : 3^3 

20.x, 

r.Su :  3<i5 


*?'7j3S0 

30*|  | 

^OOjAOOO 
3  x  n  i  r 
3oi  jr 


^0  ISO  l  a  1,11} 

IF  CIOATA(I))JS0. 350,3110 
rr r^:ZFLC>  *  1CMT(I,iflG)  ♦  1 

^JrDATA(I5  "2)3<|1  *.3H2,3U3  * 

M  ?5,jsiIfui’  *  'O'SLVCI.IFU)  ♦  1 

IPCDATa(j)  -«).34<i,3/)S,3u6 
WElT^,,rLC>  *  ‘NtTHRt  I » If  1C)  ,  , 

ZZ"HVM  *  i,iiHtf<i*iH.c) ♦  i 

o'Sr:«ui:Ul,r’’  *  ♦  I 

<*.0  TO  300 

:onttnu£ 


s%i;s,c'f  ?«*;*“* rm  '"»"t  ««t, 

“  05  <PH,C  *8t  r»tcl<*-*Teo  ,ITH  total  a  RESPONDENTS 

fin  t  r •  i  .  <  c 


DC  8oc*  1*1,15 

<'R«CFU»!00.)/„OTAL 

DO  60  J  o  I  r  l ,  ? 

rO'HlNUt  <ISCXfnM00-°>^TOTAI. 

oo  iono  r  s  i,/t 

A.-i'l)  =  ( I  AC£ ( I)*1?0»)/ITOTAL 

s%msi  ■ 

00  0030  !  a  1,5 

5  ^  (J)*  I  00 ,  J/ITOTAL 

do  eonrt  j  *  i,h 
p""m«  j' 

'  ‘,»l,"r(I.J>M„.,/,TOT«L 


NCT  RT  TNr  TOTa'LaUrtspSnJ[NJJT*L  number  ansherinc  THAT  QUESTIO 


X3?» 
x  33 ! 

?30, 

?3?.*BP50 

xxa.c 


rc  6050  I  8  1,111 

00  6050  J  *  l#o 

( ICfJT  ( I ,  J ) )  A1S0 , 3050 , 804 1 

*  JIDlSLY(I»J)«ioo.)/JcNT(I,J) 

S"!  l|p»S 

f^TlNUF  CIACIY(I,J)  M00.)/ICNT(I,J) 


o 
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.  J.  m 


<*> 


Q 


<0 


<0 


<0 


*> 


<0 


(0 

<0 

0 

<0 

<0 


V 

<* 

10 


J^TiC 

?38,f 
2,*?f 
740* 

FORMAT  f  1 H 1 ) 

% ^ 1 8 1 0 1  FORMAT  ( 45X * 46HR AC  1 AL  ATTITU0E3  ANO  PERCEPTIONS  SURVEY  (RAPS),/, 
3~3l  1  S0X*aTHnfH0r,KAPHIC  CHARACTERISTICS.//.51X.19M  ALT  INDN  BLK  fcHNSt 

3««*  2  fclM  CBN  FLPN  RMM  hMN  vtPNS  KRN  MXCN  P-R  SMN  hMT  OTH  TOTAL) 

?«5j  WRITE  ffe.8103)  IRACf tITOTAL»RACt 

?A6f8l0i  FORMAT  ( 7X »  7H1 ,  RACK . 36X t 15( 14 » IX) »2X 1 15, / , 49X » 151F5. 1) /) 
ytill  WKTTC  '6.8104)  I  AGE  »  ACE 

?<:8»Al04  FORMAT  (7X.16M?.  HOW  OLD  ARE  YOU.24X » 1 1  HI  9  OR  LESSl.IS.JX, 

7t'C»  l  9m?0  ’0  23l.I5.3X.9M24  TC  29U5.  IX,  1 1H30  OR  0VbR8»l5»/ 

?50>  2  60X.4'F5.1,1?X)/) 

751}  WRITE  f 8. 6 J  05)  JSEX.SEX 

?•=?  r  A»  1  05  FORMAT  (7Xf6Hi.  St  X » 36X  i  6HMALF  1 1 9  *  4X » ttHFEHALt  » 14,  /  ,54X»F5,  l  * 
3531  t  1 1  X  «F5 « 1 «  /) 

3S4|  WRITE  (6.8106)  IRANK.RANK 

355  10106  FORMAT  (7*.7H4.  R  ANK  .  3SX  ♦  ORE  1  -E4  ,I4»8H  E5-E6  ,14, 8H  E7-E9  .14. 

35M  1  0H  WI-N4  .IW.AH  01-03  »  1 4  » OM  04-09  »  1 4  *  / ,  54X  t  6(t  5  .  I »  7X)  i  / ) 

?57 *  uRrrr  ^ 6 . e i o 7 )  ieo.ed 

1 81 07  FCRNAT  f7x»l?nn.  rnilCATIONt30X«flHLESS  HS  .I4.10M  HS  GRAD  ,14, 
l  6H  COL  » 7  4 » 1 1 M  COL  GRAD  .I4»13H  ADV  DEGREE  » 14 , / , 56X ,F5, l j 
?brt  2  tJx,rs.|.sX*FS.J,lOX.FS.i,12XtF5,l»/) 

761:  WRiTf  (b.SJffl)  ITIve.TIMF 

7  ^  P :  P 1  0  ©  FORMATS.  19H6.  A  C  T  I V  F.  DUTY  TIME  ♦  23X » 1 OHLESS  l  YR  »I4» 

?M,  1  13  M  1  TO  3  YRS  .I4.13H  4  To  9  YRS  »I4,13h  10  TU  15  YK  ,14, 

364|  2  HH  16  ANO  OVER  . l4./,46X*5(12X,tS,l) ,/) 

365,  WRITE  (6.8109)  ICnT AT , CNT AT 

36610109  FORMAT ( 7X • 3?W  7,  orF-DUTY  INTER  RACIAL  COMT ACT » 1  OX » 6HDA ILY  ,14, 

3#>7»  1  9R  WEEKLY  •  1 4>  9H  MCNTHl.V  ,I4,9H  NEVER  » I  4 . /» 54X . « ( F5. 1 , 8Xj , /) 

?6M,  WRITE  (6.81I('HlRKRFM*I)tIel»4)»(RKRF(l»I)»l8l,4) 

7  t-9  f  8 1  1  0  F0RMATC7X.  16HC.  RANK  ANO  H  ACE » // » 1  3X  .  4HRANK  ,  22X  »  5HHLACK  ,  6X  » 

77''!  1  7HSPANTSH.5X.6HWHlTFi7X*SHnTHfR*/»14Xf7Hn  -  E4 , 1 8X » 4 ( 1 4 ,8X)  ,/, 

771!  2  39X*4(F5.li7X)/) 

77?!  wrtte  (B.fllll)  (IRKRr(?»I)  .  1  =  1 , 9) » (RKRE(2, 1) »I«I»4) 

77Xrflni  F0PM4TM<fX*7HtF  -  F6fi|X.4(  14 , 8X) » / »  39X4  (F5 . 1 , 7X) /) 

.3741  WRITF  (o.BU?)  URKRE  ( 3,  U  ♦  1*1 .4)  » (RKRE(3» I ) » l»l ,4) 

37*5 1  fl  1 12  F00M4TC14X»7HF.7  -  F9 . 1 8X .  4  ( 14 1 0X)  * /♦  39X  »  4(F5 . 1  ♦  7XJ /) 

vtm  WRITE  (6.8113)  (IRKRE(4,I),I«l,4),(RKRE(4tI)*Ialf4) 

777:81  1  3  FORM  A  T ( 1  AY  »  7HW1  -  W4.  lBXt4(I4.BX) . / » 39x » 4 (F5 . 1  * 7X) /) 

770!  WRITE  (6.6114)  (IRKRr(5»I) » I«l . 4) f (RKRE (5f I ) t I«l » 4) 

779:4114  P C U ** A T  ( 1  4\  .  7H0 1  -  0 3 .  llx»  4  ( 14 . 8X ) ./ 1  39X »  4 (F5 . 1  * 7x) /) 

780:  WRITE  (6.8M5)  C  IRKRE  (6*  I )  ♦  1*1 1 9)  ♦  (RKRF.  (6, 1)  » 1*1 ,4) 

? n 1 : 8 1 1 5  F09RAT(1«Y»7H03  -  09 . 1 9X . 4 ( 14 , 6X ) . t * 39x 1 4 (F5 . 1 » 7X) /) 

7*??C 

783 1 C  SET  MP  FOR  N 1  NT  REPORTS 

:**4..c  THF  QUESTIONS  IN  qSTIN  ARRAY  ARE  SfO'Jt.NCFO  NUMERICALLY 

34StC  THRFF  DEF.P  )0  LOOP  TO  PRODUCE  NINE  REPORTS 

30MC 

387 1  f)0  8175  K»  1 1 9 

388 |  WOTTF  (6.8100) 

389t  WRITE  (6.8150) 

.39018150  F0»MAT(45X.46HRACIAL  ATTITUDES  ANO  PERCEPTIONS  SURVEY  (RAPS)»/» 

391  I  1  MX13HQUESTIONNATRE./.39X. 

39?i  2  58M(F0R  FULL  60P0ING  OF  EACH  QUESTION  SEE  RAPS  QUESTIONNAIRE)/) 

393 1  WRITE  (6,8151)  (MED! (K,J).J»1,8) 

•  #  a 


4 

PUJNT  THE  DEMOGRAPHIC  REPORT 

V.9ITE  '6.8100) 

WRITE  '6.8101) 


X# 
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I 

r 

r 

r 

r 

r 

i 

♦ 

r 

i 

r 


r 


r 


jR'uaisi 

X95, 

.396:8152 

.1071 

398iC 

399|C 

4O0IC 

noil 

40?i 

aniiC 

4P4IC 

405lC 

<JC6tC 

ury, 

>H  f|«l  32 
4C 9:0113 
*J  t  t  s  l  3<* 
411:8135 
M  1  ?.  t  3 1  3  fe 
I'lt6l37 
41 4 | 81 38 
«l5l«t J9 
4(6,0140 
01 7 1 

01810141 
4  t  0 1 

4?msi42 

021 I 

422:0143 

4231 

0 2410144 
4251 

42610145 
4  27  | 

42010146 

420, 

430:0147 

4  311 

5  12  i  6 1  40 

413:0140 
4  341 

435:0153 

436: 

437, 

4301 
4  3o, 

4<-C :  170 

441  , 

442: 
<-43:171 
444 : 17? 
C45iC 
t  46:C 
i4?:C 
4401 
4401 100 
4501101 


f.>  p  P 

FORMAT ( 30X »  0A0 ) 

WRIT*  (6*4152) 

FORMAT (26347HC0LUHNS  A*  DISAGREE  STRONGLY  B«  DISAGREE  C«  » 

1  J4HNF.ITHER  0*  AGREE  E«  AGREE  STRONGLY) 

XRPY  *  COUNTER  FOR  EACH  REPORT 

L  a  IRRT(K) 

00  0175  1*1, L 

FOlt OWING  TEST  GATHERS  CORRECT  VALUE  TO  EXTRACT  REPORT  QUESTION 
A^D  ITS  DATA 

IF  (K-t)8| 32 ,0140,01 32 
TF  (K-2)  6 1 .33 •  Hi  4 1 » 01 33 
IF  (K-3)ei34»8142,0l34 
IF  (K-4)61 35 *6143,0135 
IF  (K-5)0l36, 014«»8136 
IF  ( K“6l 0137*6145,0137 
JF  (k-T^BiSH, 8146, 8138 
IF  (5-8)0139,0147,0110 
IF  (5*9)0149, 0148, 0149 
II  a  IPDB(I) 

00  TO  8149 
II  ■  I  ATI ( I ) 

GO  TO  0149 
II  «  IFRR(I) 

GO  TO  8149 
! I  a  IRC (7) 

GO  TO  0149 
! I  a  IPf(l) 

GO  TO  8149 
T I  *  !RM(I) 

GO  TO  0149 
II  =  1ST ( 1 3 
GO  TO  0149 
II  a  ISUP(I) 

GO  TO  $149 
II  s  ISSCI) 

CONTINUE 

WRITE  (6«8lS3)(0STIN(II«J),JaltlS) 

FORMAT!/. 6X,1SA0//39X,17H<  RESPOND  INDEX  ,6X, IHA,  |4X* 1HS, 14X, 1HC, 

1  14X, 1HD* 14X, lHE) 

00  81 7S  Js  1 ,4 

RESP  a  <ICNT(II»J)  *100.)/ITOTAL 
tF  ( ICNT (II»J)«0)171»171»I70 

AVE  *  CIDir»LY(II,J)  +  IDIS(II,J)*2,07lNETHR(II,J)FJ,0 
1  +T AGREE (II, J)*4,0tXAGLY(XI,J)*5»0)/ICNT(XltJ)9i«0 
GO  T0  172 
4WE  ■  0.0 

continue 

RACIAL  PERCEPTIONS  INVENTORY  (RPI)  SUMMATION  FOR  SCALE  SCORES 

IF  (K«5)1B0, 161*161 

RPI (K» J)  •  RPI (K» J)  ♦  AVE 

CONTINUE 

^  Tfc 
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I 


«51 

WRITE  (6.8154)  RACE1(J).RESP.AVE.XDI3LY(!I.J)« 

45? 

1  OISLY?  JI*J>  .!DI3(II»J)»OIS(I!.J> » INETMR ( I I , J) . 

453 

2ANErHR(I!.J).lAGREE(n»J)»AGREE(XI.J)*lAGLY(II.  J)  » AlilY  ( 1 1 » J) 

45« 

8154 

FORMAT  (19X»A7,16X  .P5, 1 . 4X *F4 ,2. 3X14. 1 XF5,  l  .4 ( 5X14. 1XP5, l ) J 

455 

6175 

CONTINUE 

456 

C 

** 

457 

C 

RPI  CAICU1.6TI0N5 

456 

C 

1.  REVERSING  AVERAGE  VALUES  AS  REQUIRED 

459 

c 

?,  CORRECT  SUMMATION  TOTALS 

46C 

c 

3.  CALCULATE  SCALE  SCORES 

461 

e 

‘lb* 

WRITE  (6*8100) 

461 

00  8200  1*1*7  * 

464 

II  a  IRt’V(I) 

46*5 

00  8200  .1  a  1  * 4 

466 

If  (ICN7(II*J)-0)8199. 8199, 8196 

«  67 

6198 

AVE1CI.J)  «  (IPISLY<n.J)7IOI3tn*J)T*.0*INFTHRUI*J>«3,0 

464 

l  ♦lA(;REE<II»J)*4.0*IAr.LY<!I#J)*5.0)/ICNT(II»J)*1.0 

469 

GO  TO  8200 

470 

8199 

AVFl(I.J)  aO.O 

471 

8?00 

CONTINUE 

* 

47? 

DO  8210  1*1*4 

471 

IF  (RPI(1.1)-0)H?10, 8210. 8209 

41 7  « 

8?09 

RPI  ( 1  • !)  a  RPKl.I)  -  AVE1U.I)  ♦  (6.0  •*  AVEl(l.I)) 

<- 

4  75 

RPl(l.I)  a  (RPl(l*I)/120.)*100, 

476 

8210 

CONTINUE 

4*7 

00  3220  I«l*4 

476 

IF  (RPJ(2» I) “0)8220. 8220. 8? 19 

479 

8219 

PPI  (2*1)  a  RPI  (2. 1 )  a  AVE1  (2.1)  w  AVEK3.I)  -  AVE1  (4.  X)  • 

464 

l  AVFKS.I)  ♦  (;!4.0  "  AVEK2.I)  *  AVfcl(i.I)  *  AVEl  (4.1)  a 

461 

2  Avfcl(5.I)) 

46? 

RPIC2.T)  &  (WPT(?.I)/75, 0)9100,0 

46J 

RPI(2.I)al20  •*  RPI  (2. 1 ) 

- 

464 

8220 

CONTINUE 

465 

00  6230  Ial.4 

466 

IF  fPPI(.l.I)-0)H230. 8230.8229 

<. 

467 

6229 

PPK3.I)  a  (RPl(3,I)/80, 0)9100,0 

466 

8230 

continue 

469 

00  824n  1=1.4 

'2 

490 

IK  («PI(4.l)-’0)8240»  8240.8239 

491 

8239 

RPK4.T)  a  RPU4.I)  •.  AVEK6.1)  «  AVEl  (7. 1)  9  (12. 0  a  AVEl(6i  J) 

49? 

1  AVEl (7. 1) ) 

'• 

4  93 

RPK4.I)  a  (RPU4.D/60. 0)9100,0 

494 

82«0 

CONTINUE 

495 

C 

496 

r. 

PRINT  rpi  RESULTS 

497 

C 

496 

WRITE  (6,8250)  RACE! 

■* 

J99 

8250 

FORMAT  (45X.37HSECTI0N  II  RACE  PERCEPTIONS  INVENTORY.  //.80X. 

500 

1  20HAVERAGK  SCALE  SCORES. /.35X. 6HSCAl.ES. SIX. 4(A8*2X)  »/) 

5C  I 

WRITE  (6»i?6C)  (KPKl.J  )  ♦  J»l  *4) 

W 

50? 

8260 

FORMAT  (7x.4*Hl,  PF.RCEIVF.O  DISCRIMINATION  AGAINST  BLACKS  (POB). 

503 

1  17Xi4(F6,2»4X)) 

304 

WRITE  (6*8265) (h£o2(1»J).J*1.10) 

w 

505 

8265 

FORMAT  (IOX.10A8) 

506 

WRITE  (6.8270)  (RPI (2. J  )»Jal.«) 

w 

507 

8270 

FORMAT  (/7X.48H2,  ATTITUDE  TOWARD  RACIAL  INTERACTION  (ATI) 

«  *  * 

p  o  •> 

5*81  l  17X.<J(F6.2,4X)) 

5"9|  WRITE  (6,e268HHrn2C?*J)»Jel,10) 

510|  wR  JTF  (6,8280  C  RP !  ( 3 ,  J  )»Jrl,<|) 

^ 1 1 1 8200  FORMAT  (/7X,“HH3.  FEELINGS  OF  Rl VERSE  RACISM  (FRR> 

51?l  l  I7X*«(F6.2*«X)) 

5l3l  WRITE  (6*8?68) (HEP2(3* J) » J«l*10) 

5j<il  wPlTf  (6*B?65)  (HEP2(4*  J)  ,Je1,10) 

Stbi  l  WRITE  («,  ,d290  )  (RP I (4  *  J  ),J*l*4) 

SIM8290  FORMAT  (/7X*48H4,  RACIAL  CLIM4TE  (RC) 

S17|  I  17X*4CF6.2'4X)> 

5 1 A  |  WRITF  (6,8265)<HE02(5»J),Jb1,10J 

*  S>  o ,  WRITF  (6,82fcc')(HE02(6,J),Jsi,iO) 

5?fl  WRITE  (6,8300) 

5?  J *  8300  FORMAT  (////6UX*??HMAXIMUh  scale  isi  100*/* 

5??t  1  /,OX»22HM!PP01fjT  SCALE  ISA  60*/* 

523;  2  bOX*22HNINlMUN  SCALE  ISA  20*/) 

VRITF  (6,8100) 

STOP 

*26!  E'ip 

"r7  ■  //GO.SYS.TL1  PD  * 

HIGH  SCOPf  REAMS  MIl»H  PFGRFE  OF  PFRCEIVED  DISCRIMINATION, 

HIGH  SC'RF  MFAMS  UNFAVORABLE  RACIAL  INTERACTION, 

'5  III  HIGH  SCOR*.  'IE  AH  'HITES  FP.CL  THREATENED  OY  BLACKS J  OR 
53<iTHAT  WHITES  bfRCEIVF.  FAVORABLE  TREATMENT  OF  BLACKS, 

S3?! HIGH  srnpr  TMHTf* ATFS  a  PnpR  GUALTTY  OF  RACE  RELATIONS  IN  THE 
833»ARMYI  or  THE  AHMYlS  COMMITMENT  to  racial  harmony  is  low, 

S3/1I***  SCALE-  PFRCFJVrO  DISCRIMINATION  AGAINST  BLACKS  (PDB)  *** 

535, ♦**  SC  A(  F-  ATTITIIOF  TOWARD  RACIAL  INTERACTION  (ATI)  **• 

5?6if**  SC  At  E-  FFFIJNGS  OF  REVERSE  RACISM  (FKR)  •** 

5J7,***  SCAIF-  RACIAL  Cl  IMATE  (RC) 

•53P««**  SCALE-  PERSONAL  EXPERIENCES  (PE)  **• 

S  <  R l *  *  *  CONTENT  AREA-  RACIAL  HARASSMENT  CRH)  •»* 

Sffi|**Y  CONTENT  area-  system  treatment  (ST) 

Sf«****  content  area-  supervisory  TREATMENT  (SUP) 

CONTFNT  AREA-  SELF-SEGHEGATION  (SS)  *** 

5<i3l  1.  RACF  RELATIONS  IN  THE  ARMY  HAVE  SEEN  GETTING  BETTER  DURING  THE  PAST  YEAR, 

5u«J  i 

5C!«? :  2,  WITH  THF  SAME  EDUCATION  AND  SKILLS,  BLACK  SOLDIERS  GET  BETTER  TREATHENT  THA 

whites. 

5  c  7  t  3.  WHITE  SnLPlERS  AND  SUPERVISORS  ASSUME  THE  WORST  ABOUT  BLACKS  IN  ANY  D0U8TFU 
woe:L  SITUATION. 

5«.9:  4.  BLACKS  WERF  BETTER  OFF  BEFORE  THIS  INTEGRATION  BUSINESS  GOT  STARTED, 

55C  i 

551  i  5.  white  SUPERVISORS  PAY  LITTLF  OR  NO  ATTENTION  TO  BLACKS S  COMPLAINTS  ABOUT  01 
:  SCF'IMIVATTON  TV  the  CIVILIAN  COMMUNITY, 

553|  6.  HARSHER  PUNISHMENTS  ARE  GIVCN  OUT  TO  BLACK  OFFENDERS  THAN  TO  WHITt  OFFENOEK 

S54tS  FOR  THE  SAME  T YPF 3  OF  OFFENSES, 

555,  7,  WHITES  WHO  SUPERVISE  BLACK  SUPERVISORS  DOUBT  THEIR  COMPETENCE, 

556* 

587,  8.  THERE  is  more  HACIAL  DISCRIMINATION  ON  THIS  MILITARY  INSTALLATION  THAN  ther 

858  *  £  is  in  CIVILIAN  LIFE, 

559*  9,  IF  THINGS  CONTINUE  THE  WAY  THEY  ARE  GOING*  BLACKS  WILL  GET  MORE  THAN  THEIR 

560  I  FAIR  SHARE, 

56 1 1  10,  HLACKS  GET  MORE  EXTRA  WORK  DETAILS  THAN  WHITES, 

56?  i 

563i  ||,  I  UNDERSTAND  THE  FEELINGS  OF  PEOPLE  OF  OTHER  RACES  BETTER  SINCE  I  JOINED  TH 
564 i E  ARMY, 

(O  o  o 
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Co  o 

i  12,  THF.  ARMV  IS  FIRMLY  COMMITTED  TO  THE  PRINCIPLE  OP  EQUAL  OPPORTUNITY, 

i 

13.  AFTER  DUTY  HOURS*  SOLDIERS  SHOULD  STICK  TOGETHER  IN  GROUPS  MADE  UP  OF  THEIR 
:  RACE  ONLY. 

14.  THE  MILITARY  POLICE  IN  THE  ARMY  TREAT  SLACKS  WORSE  THAN  THEY  TREAT  WHITES, 

15.  OLACKS  ARE  TRYING  TO  GET  AHEAD  TOO  FAST, 

16.  WHITES  ACT  AS  THOUGH  STEREOTYPES  ABOUT  BLACKS  WERE  TRUE  (FOR  EXAMPLE,  THAT 
BLACKS  ARE  LAZY). 

17.  THE  ARMY  NEEDS  RACF  RELATIONS  PROGRAMS, 

IB.  BLACKS  GET  » XTRA  ADVANTAGES  ON  THIS  INSTALLATION, 

IP,  IT  MIGHT  BE  A  GOOD  IDEA  TO  HAVE  ALL-BLACK  AND  ALL-WHITE  UNITS  IN  THE  ARMY, 
20,  TRYING  TO  BRING  ABOUT  RACIAL  INTEGRATION  IS  MORE  TROUBLE  TMAN  ITlS  WORTH, 
21*  IF  THE  RACF  PROBLEM  CAN  BE  SOLVF.O  ANYWHERE,  IT  CAN  BE  SOLVED  IN  THE  ARMY, 

22.  THERE  IS  RACIAL  DISCRIMINATION  AGAINST  WHITES  ON  THIS  INSTALLATION, 

23,  WHITES  HAVE  A  BETTER  CHANCE  THAN  BLACKS  TO  GET  THE  BEST  TRAINING  OPPORTUNIT 
Its, 

24.  WHITES  ASSUME  THAT  BLACKS  COMMIT  ANY  CRIME  THAT  OCCURS,  SUCH  AS  THEFTS  IN  B 
ARRACKS, 

25,  HHITES  00  NOT  SHOW  PROPF.R  RESPECT  FOR  BLACKS  WITH  HIGHER  RANK, 

26,  BLACKS  IN  THE  ARMY  ARE  NOT  INTERESTED  IN  HOW  WHITES  SEE  THINGS, 

27.  RACE.  RELATIONS  IN  THE  ARMY  ARE  GOOD, 

r'B.  OLACKS  ANO  WHITES  wOULO  BE  BETTER  OFF  IF  THEY  LIVED  AND  WORKED  ONLY  WITH  PE 
OPLF  OF  THE IR  OWN  RACE. 

29.  The  army  IS  doing  ALL  IT  CAN  TO  IMPROVE  RACE  RELATIONS, 

30.  IN  THE  ARMY*  I  wOULO  PHEFER  TO  LIVE.  IN  QUARTERS  THAT  ARE  MIXED  RACIALLY, 

It,  IF  MY  UNIT  HAU  A  SUPERVISOR  OF  A  RACE  DIFFERENT  FROM  MINE,  I  WOULD  DISLIKE 
IT. 

32,  WHITE  SUPERVISORS  EXPECT  BLACKS  TO  00  POORLY  ON  ANY  JOBS  OTHER  THAN  MENIAL 
ONES, 

33,  EQUAL  OPPORTUNITY  AND  TREATMENT  REGULATIONS  ARE  SELDOM  ENFORCED, 

39,  WHITES  ARE  NOT  WILLING  TO  ACCEPT  CRITICISM  FROM  BLACKS, 

35,  WHITES  GET  AWAY  WITH  BREAKING  RULES  THAT  OLACKS  ARE  PUNISHED  FOR, 

36,  IN  MY  OPINION*  BLACKS  ANO  WHITES  SHOULO  WORK  IN  SEPARATE  GROUPS, 

37,  BLACKS  ANO  WHITES  SHOULD  MIX  TOGETHER  I  ONLY •  WHILE  THEYIRE  ON  DUTY, 

3S,  OUR  SUPERVISOR  PICKS  PEOPLE  TO  00  CERTAIN  DETAILS  ON  THE  BASIS  OF  THEIR  RAC 
E. 

3R.  ON  THIS  INSTALLATION,  BLACKS  WHO  WORK  HARD  CAN  ADVANCE  AS  EAST  AS  WHITES  WH 
0  ••  ORK  JUST  AS  HARD, 

90.  SOME  BLACKS  GET  PROMOTED  JUST  BECAUSE  THEY  ARE  BLACK, 
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M,  BLACK  POWER  IS  A  DANGEROUS  THING, 

t2,  WHITE  SUPERVISORS  ASSUME  THAT  BLACKS  have  hidden  motives  when  they  ask  for 
SOMETHING. 

a3,  THE  ARMY  IS  IKYING  TO  IMPROVE  TREATMENT  OF  BLACK  SERVICE  HEN  AND  NOMEN  IN  T 
HE  CIVILIAN  COMMUNITY. 

ao.  There  IS  racial  DISCRIMINATION  against  blacks  ON  THIS  installation. 
as,  WHITES  GIVE  Ut.Af.KS  GOOD  REASON  TO  DISTRUST  WHITES, 

aw.  IE  WOULD  BE  A  GOOD  THING  ECH  BLACKS  AND  WHITES  TO  HANG  AROUND  tOGETtiER  AFTE 
R  DUTY  HOURS, 

a 7 ,  A  Hl.ACK  IN  THE  ARMY  MUST  00  MORE  THAN  THE  AVERAGE  WHITE  TO  HAKE  THE  GRADE, 
afl,  I  LIKE  PEOPLE  OF  OTHER  RACES  MORE  SINCE  I  JOINED  THE  ARMY. 

OR,  THE  ARMY  I S  ENUAL  OPPORTUNITY  PROGRAMS  HAVE  BEE1N  HELPFUL  TO  BLACKS  IN  THE  AR 
m  y  • 

50.  WHITE  SOLDIERS  and  SUPERVISORS  ACT  AS  THOUGH  BLACKS  HAVE  TO  'EARN  TH  RIGHT' 
TO  BE  TREATED  EQUALLY. 

51.  There  IS  SERIOUS  racial  tension  in  the  army, 

52.  WHITES  ACCUSE  BLACKS  OF  CAUSING  TROUBLE  AND  STARTING  FIGHTS, 

5^.  CALt  INC  ATTENTION  TO  HACIAL  PROBLEMS  ONLY  MAKES  THINGS  WORSE, 

5U,  BL*rx  FREQUENTLY  CRY  'PREJUDICE'  RATHER  THAN  ACCEPT  BLAME  FOR  PERSONAL  PAUL 
TS. 

55,  IN  MY  UNIT,  BLACKS  GET  WORSE  JOBS  ANO  DETAILS  THAN  WHITES, 

56,  MOST  COMMANDERS  APPLY  THE  MILITARY  JUSTICE  SYSTEM  FAIRLY  TO  WHITES  BUT  NOT 
TO  BLACKS 

57.  THE  ‘‘  t'SON  BLACKS  STICK  TOGETHER  IS  TO  KEEP  OUT  WHITES, 

58.  A  BLACK  who  aTTFnos  AN  ALL-BLACK  SCHOOL  IS  BETTER  OF*  AS  LONG  AS  IT  IS  JUST 
A3  GOOD  AS  A  WHITE  SCHOOL. 

SO,  The  army  PROVIDES  A  GOOD  CAREER  OPPORTUNITY  FOR  BLACKS. 
i  0,  BLACKS  GET  A*AY  kith  BREAKING  RULES  THAT  WHITES  ARE  PUNISHED  FOR, 
hi,  THERE  SHOULD  BE  MORE  CLOSE  FRIENDSHIPS  BETWEEN  BLACK  AND  WHITES  IN  THE  ARMY 
*62.  BLACKS  ASSAULT  WHITES  JUST  BECAUSE  TMEYlRE  WHITE. 

63.  BLACKS  SHOULD  STAY  WITH  THEIR  OWN  GROUP, 

ба.  BLACKS  ARE  NOT  WILLING  TO  ACCEPT  CRITICISM  FROM  WHITE, 

65.  ON  THIS  INSTALLATION*  I  HAVE  PERSONALLY  FELT  DISCRIMINATED  AGAINST  BECAUSE 
OF  PY  RAC* . 

бб.  AT  STORES,  BARS,  THEATERS  AND  RESTAURANTS  IN  THE  CIVILIAN  COMMUNITY*  I  HAVE 
PEFN  TREATED  DJSRf SPECTFULLY  ------ 

67.  RIACKS  DONlT  TAKE  ADVANTAGE  OF  THE  EDUCATIONAL  OPPORTUNITIES  THAT 
ARE  AVAILABLE  TO  THEM, 

68,  BLACKS  GIVF  WHITES  GOOD  REASON  TO  OXSTRUST  BLACKS 
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.,N,  "AYE  BEGUN  TO  ACT  AS  IF°THEY  ARE  SUPERIOR  TO  »"««..  ° 

6601 
6611 
6621 
6631 


70.  WHITES  ON  MV  JOB  STICK  TOGETHER 


NET,  Tl.  I  "FAR  .HITES  ON  THIS  INSTALLATION  MAKING  INSULTING  REMARKS  ABOUT  THE  HAIRS 
XV, 'T\  SEE  ^  ML  ACM  s°  ON  ThIS^INSTALLATIOn’aSKING  THAT  THEY  BE  TREATED  METIER  THAN  . 

SEE  ,MItfS  MHO  NORM  IN  OEEICES  LIKE  EINANCt.  OISBUMSEMENT.  ON  TRANSRORTAT 

s::1?: 'y’wrSiwKwiSoS’is.ii*: closely  «  the  norm »l.c«s tn.n aT 

NOn’TLTsErMHITFs’issIGNEO  TO  LESS  DESIRABLE  LIVING  QUARTERS  THAN  BLACKS  BE  THE 

WX':  i^see'nhitf  supervisors  giving  blacks  less  credit  for  good  performance  than 

^’,'iE!  ’mITf’sUPFRY  ISURS  PASS  BLACKS  OVER  FOR  TRAINING  OPPORTUNITIES  FOR  NHI 

^uf's'uuing  racist  jokes  about  blacks. 

,  SEP  blacks  who  WORK  in  OFFICES  like  FINANCE.  DISBURSEMENT,  or  TRANSRORTAT 
JJ^’SJ.TME'^Aci^SJeSJlSOM’jMs’NMTEl  OVER  FOR  TRAINING  OPPORTUNITIES  FOR  .HI 
T«3'|CFt'l'l,sfrt«HITF8,R(CF:IUING  OISCRIHINATORY  TREATMENT  AT  MILITARY  FACILITIES  (SUC 
!V.iC:f«5i  “"^‘^UAn^HAKING  INSULTING  REMARKS  ABOUT  HAIRSTYLE 
SUPERVISORS  Making’ IT*  EASIER  FUR  KHITES  TO  GO  THROUGH  THE  CHAIN 
^’TJFT.lurt^vNSri^mo'm  UNIFORM  CODE  OF  "tUTARY  JUSTICE  .no  H 
Tl!  I  ’ks’*i’sff*'i*HITFS^2  EAR  ING^Io’ BRACELETS.  ".MILE  BLACKS  ARE  NOT  ALLONEO  TO  PEAR  ■  SL 
l\?XV.  I^SEf'"".!  TF  ^SUPF  RVISORS^PAYINg’mCRE  ATTENTION  TO  THE  REQUESTS  OR  SUGGESTION 
S5S]«  OFF-OUT V ’hOURS?  I^F  'blIc^S  SPENDING  TINE  PITH  JUST  BLACKS. 

?!?!  ,0.  1  SEE  -HITE  SUPERVISORS  JUDGING  THE  MONK  OF  BLACKS  IN  A  DIFFERENT  -AY  THAN 
I^HFAr’-HITES  AT  THIS  INSTALLATION  REFER  TO  BLACKS  AS  .THOSE  PEOPLE..  OR  >T 
7,;!!%:.T.«,Sl»CK  SUPERVISORS  LOOKING  MORE  CLOSELY  AT  THE  -ORK  OF  -HITES  THAN  AT 
I“!T*  XZ  ?h5CTeI'on  THIS  INSTALLATION  USING  EXPRESSIONS  SUCH  AS  ..ORK  LIKE  A 

t“Ini’.GER>"  "FREE  ."»Tt  »'">  211  '«•  „ 

7?51  92,  BLACKS  0*  MY  JOB  STICK  TOGETHER 

,  8EP  .HITFS  GETTING  AWAY  WITH  BREAKING  RULES  that  BLACKS  ARE  PUNISHED  FOR. 

...  ,  SFF  BLACK  SUPERVISORS  FATING  less  ATTENTION  TO  THE  REOUESTS  .NO  SUGGESTS 
nr^^’l^^nirs^^v?^  ’.WGnIn'g  ;l»CMS  TG  MORSE  -ORK  DETAILS  THAN  THEY  OO 
BLACK  SUFERVISORS  MAKING  It  HONE  OIPFICULT  FOR  -HUES  TO  GO  THROUGH  T 

?«i”  !"5««  blacks^om^t his* install at ion  refer  to  -mites  in  such  tern,  as  .nonkt. 

n  *  O 
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73t  t  * 1 RABH I  T  *  •  0»  •  RE  AST  • , 

7  47 1  96.  OUMING  OFF-DUTY  HOURS*  I  SEE  SMITES  SPtNDlNG  TIME  WITH  JUST  WHITES. 

738l 

739:  99.  I  SEE  WHITES  ON  THIS  INSTALLATION  ASKING  THAT  THEY  BE  TREATED  BETTER  THAN  B 
'LACKS# 

Hi!  ICO.  T  s*t  BLACK  SUPERVISORS  JUDGING  THE  WORK  OF  WHITES  IN  A  DIFFERENT  WAY  THAN 
,  7-R  I  BLACKS, 

7931101.  I  SEE  BLACK  SUPERVISORS  ASSIGNING  WHITES  TO  WORSE  WORK  DETAILS  THAN  THEY  DO 
709 1  MACKS. 

7OSI10?.  I  SFF.  blacks  ON  This  INSTALLATION  HARASSING  OR  EXCLUDING  WHITES  FROM  FACILI 
•  7  0  A | T I F  S  OPFN  TO  ALL* 

7O7H03.  I  SEE  BLACKS  SUPERVISORS  ON  THIS  INSTALLATION  GIVING  WHITES  LESS  CREDIT  FOR 
7<JBi  r.OOD  PE  RF  ORHANCE  THAN  THEY  GIVE  BLACKS. 

7 c 9 1 1 n o ,  I  HfAR  WHITES  On  THIS  INSTALLATION  REE ER  TO  BLACKS  AS  ■ NIGGER • ♦  'COON‘*  ETC 

750 1 

7V1I105.  I  SFE  BLACK  SUPERVISORS  APPLYING  THE  UNIFORM  CODE  OF  MILITARY  JUSTICE  AND  N 
'VPllLlTAHY  REGULATIONS  DIFFERENTLY  TO  -  -  - 

•'MHO*.  I  SFL  BLACKS  ASSIGNED  TO  LESS  DESIRABLE  LIVING  QUARTERS  THAN  WHITES  OF  THE 
7S4ISAME  GRADE. 

7NSI10T,  I  SEE  QUACKS  GETTING  AWAY  WITH  BREAKING  RULES  THAT  WHITES  ARt  PUNISHED  FOH • 
75M 

7571  108.  I  SEE  WHITES  A]  THIS  INSTALLATION  HARASSING  OR  EXCLUDING  BLALKS  E  ROM  FACILI 
75B1TIES  OPEN  TO  ALL* 

'59:109.  I  SEE  BLACKS  RECEIVING  DISCRIMINATORY  TREATMENT  AT  MILITARY  FACILITIES  (SUC 
' H 0 1 H  AS  ThE  EXCHANGE-*  COMNJSSAHY*  -  -  • 

'MlllO.  I  HFAR  WHITES  ON  This  INSTALLATION  refer  to  BLACKS  AS  *  OOY  •  . 

7c3:Ul.  I  HfAR  BLACKS  TELLING  RACIST  JOKES  ABOUT  WHITES, 

7  to: 

F0FI7t« 

NO  CU’Uir.CTIONS  APPLIEO. 


PRESUME » P  ARI318 
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